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STRATEGIC PLAN
OFFICE OF STATE EXAMINER
MUNICIPAL FIRE AND POLICE CIVIL SERVICE
FISCAL YEARS 2001-02 THROUGH 2005-06

VISION

The Office of State Examiner is committed to providing for the successful operation of the Municipd Fire
and Police Civil Serviceat thelocal levd; building on afoundation of integrity, while seeking to inspire the
confidence and trust of local governing officias, dvil serviceboards, and employeesina systembased upon
merit, efficiency, fitness, and length of service.

MI1SSION

The mission of the Office of State Examiner, Municipd Fire and Police Civil Service, isto administer an
effective, cog-efficient avil service system based on merit, efficiency, fitness, and length of service,
conggtent with the law and professiona standards, for fire fighters and police officersin dl municipdities
in the State having populations of not less than 7,000 nor more than400,000 inhabitants, and in dl parish
fire departments and fire protection digtricts regardless of population, in order to provide a continuity in
quality of law enforcement and fire protection for the citizens of the State in rurd and urban aress.

PHILOSOPHY

The citizens of Louisiang, and the dedicated firefightersand police officerswho protect them, are entitled
to amunicipd fireand police avil service sysemfounded infairnessand integrity, and built on the concept
of dedication and excellence of service.
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GOALS

To develop and maintain vaidated classfication plans in cooperation with the Municipa Fire and
Palice Civil Service Board in each jurisdiction whichdescribe the grouping of like positions within
the respective fire and police departments into classes which may be treated the same for all
personnel purposes, the arrangement of which is designed to show the principad and naturd lines
of promation and demotion, and which provide qudification requirements necessary for digibility
for admisson to the respective examinations.

(Louisana Revised Satutes, 33:2479(G)(1),(2),(5) and 33:2539(1),(2),(5))

To prepareand administer vaid tests of fitness, devel oped according to professionaly acceptable
sandards, for determining eligibility for initid gopointment or promotion to classified postionsin
the respectivefireand/or policedepartments of the municipditiesand fire protectiondigtricts, score
the tests and furnish the results to the loca civil service boards for which the tests are given.

(Louisiana Revised Satutes, 33:2479(G)(1),(3) and 33:2539(1),(3))

To provide operationd guidance in the lega requirements of the Municipa Fire and Police Civil
Service Systemto thelocd civil service boards, governing and appointing authorities, department
chiefs, employees of the classified fire and police services, and other loca officers regarding the

dutiesand obligations imposed uponthem by civil sarvice law and rdlevant State and Federal laws
pertaining to the administration and management of personne within the classified service.

( Louisiana Revised Statutes, 33:2479(G)(1),(4),(5),(6) and 33:2539(1),(4),(5),(6))
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OBJECTI VES, STRATEGQ ES, AND
RELATED PERFORMANCE | NDI CATORS

e GOAL | :

To develop and maintain validated classification plans in cooper ation with
the Municipal Fire and Police Civil Service Board in eachjurisdictionwhich
describe the grouping of like positions within the respective fire and police
departmentsinto classes which may be treatedthe same for all per sonnel
pur poses, the arrangement of whichis designed to show the principal and
natural lines of promotion and demotion, and which provide qualification
requirements necessary for digibility for admission to the respective
examinations.

OBJECTIVE I.1: Toimprovethecontent validity of classfication plansfor each jurisdiction by
ensuring that each class description is supported by a recent job analysis (lessthan fiveyears
old) by June 30, 2006.

STRATEGY I.1.1

STRATEGY 1.1.2

STRATEGY 1.1.3

STRATEGY |.14

STRATEGY I.1.5

Review classfication descriptions of dl jurisdictions withinthe Municipd Fireand
Police Civil Service Systeminorder to identify those which are not supported by
a job anayss less than five (5) years old, and/or which do not conform to the
current recommendations of the Office of State Examiner.

Develop and maintain a database which targets class descriptions needing
updating, and whichwill prompt future revisions so that they are completed within
fiveyears

Conduct new job andysesfor dl classes not supported by job anadlyss data which
is less than five (5) years old and make recommendations to loca civil service
boards on needed class plan changes.

Revise sandard job analysis questionnairesfor al classesto reflect current work

methods in fire and police departments and to improve the quality of job andyss
data gathered.

Develop vdidity documentation for qudification requirements recommended for
al classes.
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PERFORMANCE INDICATORS:

Input:
Input:

Input:
Output:

Outcome:

Outcome:

Outcome:

Total number of class descriptions.

Number of class descriptions not supported by job
andysis dataless than five (5) years old.

Number of sandard job andlysis questionnaires (27).
Number of new job andyses conducted to provide
documentary support of class descriptions.

Percent of class descriptions meeting the criteria of having
job analysis support less than five (5) years old.

Percent of class descriptions with qudification
requirements supported by appropriate validity
documentation.

Percent of standard job analysis questionnaires revised.

OBJECTIVE .2: By June 30, 2006, improve efficiency of servicetolocal civil service boards by
providing timely recommendations to civil ser vice boards on needed class plan changesfollowing
all job analyses within 90 days of receipt of job analysis information, and by providing updated
class descriptions on changes adopted by boards within fourteen days of receiving minutes of

meeting.

STRATEGY 1.2.1 Develop and mantan an integrated database which will provide targets for
completion of needed class plan revisons at the time the job andyss data is
received and minutes are reviewed.

STRATEGY 1.2.2 Cross train professond personnd so that more manpower will be available for
developing class plans when peak periods of activity are experienced.

STRATEGY 1.2.3 Provide classfication personne with timely access to board minutes reported to
the Office of State Examiner by scanning minutes into database to be devel oped

for this purpose.

PERFORMANCE INDICATORS:

Input:

Output:

Number of classdescriptions identified requiring revison
following receipt of recent job andyssinformation.
Number of class description recommendations made to
locd civil service boards.

Outcome and Efficiency:

Average number of days between date of receipt of job
analysis data and date of recommendation on class plan
change to civil service board.

Outcome and Efficiency:
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Average number of days between receipt of minutes of
board mesting identifying changes adopted to class plan
and date onwhich completed revisons are forwarded to
civil service board.

e GOAL II: To prepare and administer valid tests of fitness, developed according to
professionally acceptable standards, for determining digibility for initial
appointment or promotion to classified positions in the respective fire
and/or police departmentsof the municipalitiesandfire protectiondistricts,
scorethetestsand furnish the resultsto thelocal civil service boards for
which the tests are given.

OBJECTIVE 11.1: By June 30, 2006, improve the validity of examinations developed by the
Office of State Examiner so that candidatesidentified as eligible will have the knowledge and
skills necessary to be placedin working test period, and so that examinations administered will
be legally defensible.

STRATEGY I1.1.1  Incorporate lowfiddity, job smulaiontesting at the ranks of Deputy Police Chief,
Assgant Police Chief, PoliceMgor, and Police Captain inthe police service, and
Deputy Fire Chief, Assstant Fire Chief, and Didtrict Fire Chief in the fire service.

STRATEGY I1.1.2  Develop documentary support for the use of scores for ranking purposes on
standard, multi-jurisdictiona promotional examinations through input of expertsin
the fire and police services.

STRATEGY I1.1.3  Ildentify jurisdictions and classes where testing of loca operating proceduresis
needed, enter into agreement with loca offidds to provide updated procedures
on an ongoing basis, and structure examinations to meet new exam plan criteria

PERFORMANCE INDICATORS:

Input: Number of multi-jurisdictiona promotional examinations.

Outcome: Percent of sandard promotiona examinations for which
documentary support for score ranking has been
established.

Input: Number of classestargeted forlowfiddity, job smulation
teding.

Outcome: Number of examination levels for which low fiddity job
smulation testing has been devel oped.
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Input: Number of requests for development of loca test
meaterid.

Outpuit: Number of tests utilizing the development of locd test
meaterid.

Outcome & Efficiency:
Number of chalenges to where a avil service board,
court, or other regulatory entity such as the Department
of Judtice or the Equa Employment Opportunity
Commisson has found that an examination, devel oped
and administered by the OSE was not gppropriate. (The
standard to whichwe aspire is to have 0 decisons finding
fault with our examinations))

OBJECTIVE 11.2: To continue providing examination scoresto local civil service boardswithin
120 days from receipt of exam request despite an anticipated 50% increase in number of
jurigdictionsto which the system will apply by June 30, 2006.

STRATEGY 11.2.1  Deveoprdationa database computer applicationto assst inmaoving examingions
through the developmenta and grading process in atimely manner.

STRATEGY 11.22  Increase efficency of daff by cross traning on key functions such as grade,
analysis and report preparation.

STRATEGY 11.23  Improve features of customtest generation softwareto diminaemuchof the word
processing work required to produce examinations, study guides, and reports.

STRATEGY I1.24  Add one Human Resources Program Consultant to table of organization by July
1, 2003.

STRATEGY I1.25  Addanadditionad HumanResources Program Consultant to table of organization
by July 1, 2004.

PERFORMANCE INDICATORS:

Input: Number of examination requests

Outcome & Efficiency:
Number of days fromdate of examinationrequest to date
scores are mailed.

OBJECTIVE 11.3: By June 30, 2006, to complete amajor analysis of all Fire Preventionand Fire
Investigation classes statewide (approximately 12 class titles) and develop standard, multi-
jurisdictional examinationsfor usein as many levels statewide as possible.
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STRATEGY I11.3.1

STRATEGY 11.3.2

STRATEGY I11.3.3

Conduct job andyss of dl Fire Prevention classes in jurisdictions statewide,
including the classesof Fire Ingpector, Fire Investigator, Fire Prevention Officer,
and promotiond classeswithin the series. Identify classeswhichmay be grouped
together for testing purposes.

Work cooperatively with the Fire Science offidds at L SU-Eunice and with the
L SU Fireand Emergency Rescue offidas in Baton Rouge to structure examplans
consistent with NFPA standards and locdl job analysis data.

Develop standard examinations and supporting vaidation documentation as
needed so that dl Fire Prevention classes have newly constructed, content-vaid
examinations.

PERFORMANCE INDICATORS:

Input: Number of Fire Prevention classes targeted for multi-
jurisdictiona test development.
Output: Number of FirePreventionvaidationprojects compl eted.

Outcome & Efficiency:

Number of chalengeswhere a civil service board, court,
or other regulatory entity such as the Department of
Jusice or the Equa Employment Opportunity
Commission has found that an examination in the Fire
Preventionserieswas hot gppropriate. (The standard to
which we aspireisto have 0 decisons finding fault with
our examinations.)

OBJECTIVE I1.4: Improve quality of examinations and efficiency of exam preparation by
conducting a comprehensive review and update of all 11,000+ test questions in OSE database
from which tests are drawn by June 30, 2006.

STRATEGY 1141

STRATEGY 11.4.2

STRATEGY 11.4.3

Provide training to five membersof the professiond staff each year (on arotating
basis) in the principles of itemwriting and test vaidation methodology through the
| nternati ona Personnel M anagement A ssoci ati onA ssessment Council. Encourage
employeesto obtain professond certification through this organization.

Conduct initid review of item bank to remove outdated items which cannot be
sourced to recognized text, or whichdo not performas expected inmeasuringjob
knowledge.

Convert item bank from DOS format to Windows format.
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STRATEGY 1144

STRATEGY 1145

STRATEGY 11.4.6

Improve integration of grading and test congtruction software programs by
providing for data on item performance to be automaticaly posted following the
adminigration of each examination.

Revise test quedtions in item bank, as necessary, to comply with agency and
technica standards for item congtruction.

Develop new test questions, as necessary, to provide a sufficent database from
which job knowledge in specific classes may be evauated.

PERFORMANCE INDICATORS:

[ nput: Number of test questionsin item bank.

Output: Number of test itemsreviewed and removed from item
bank.

Output: Number of test items updated or revised.

Outpuit: Number of test items researched and sourced to new
reference edition.

Outpuit: Number of new test items written to satisfy requirements

of examindtion plans.

Outcome & Efficiency:
Number of test questions whichmust be removed during
the grading process due to problems with item
construction or source.

&

GOAL I11.

Toprovide operational guidanceinthe legal requirements of the Municipal
Fire and Police Civil Service System to the local civil service boards,
gover ning and appointing authorities, department chiefs,employeesof the
classified fireand police services, and other local officers regarding the
dutiesand obligations imposed uponthemby civil service lawand relevant
State and Federal laws pertaining to the administration and management
of personnel within the classified service.

OBJECTIVEII1.1: Toprovide initial orientation by June 30, 2006, tolocal gover ning authorities
in 27 newjurisdictions to whichthe system applies concer ning the requirements of Municipal Fire
and Police Civil Service Law, and assisting such entitiesin establishing civil service boards.

STRATEGY I11.1.1

Establish initid contact with locd officids (mayors, fire board of commissoners,
department chiefs) of potentid jurisdictions to determineif criteriaforindusionin
the system has been met, and offer advice and assistance on the provisons of the
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Municipd Fre and Police Civil Service system.

STRATEGY I11.1.2  Egablishdatabase tracking systemwith specific follow-up dates for contactswith
potentid jurisdictions.

STRATEGY I111.1.3  Attend medtingsinlocal areas as may be necessary inorder to explainthe process
of establishing civil service system and answer questions and concerns.

STRATEGY I11.1.4  Provide technical support as needed over the phone and by correspondence.

STRATEGY I111.1.5 Egablish a working relationship with the Office of Attorney Genera in order to
encourage potentia jurisdictions required be in the system to comply with the
provisons of civil sarvice law.

STRATEGY I11.1.6  Swear in new civil service boards and provide initid training in the functions and
responsiilities of the civil service board.

STRATEGY I11.1.7 Add one Human Resources Program Consultant Supervisor postion in the
Personnel Management Divison and one Executive Secretary position to OSE
table of organization by July 1, 2003.

PERFORMANCE INDICATORS:

Input: Number of potential jurisdictions identified as meeting the
criteriafor establishing acivil service system.

Outpuit: Number of potentid jurisdictions with whom initid
orientation has been completed.

Outcome: Percentage of jurisdictions identified as meeting
goplicability requirements for incluson in sysem for
whom initid orientation has been completed.

Outcome & Efficiency:

Number of new jurisdictions added for whom boards
have been sworn in.

OBJECTIVEII11.2: Toimprove service tojurigdictions throughtimely support to those involved
in the operation of the system at the local level through telephone support, correspondence,
seminars, individual orientation sessions, and revised training materials with interactive
components by June 30, 2006.

STRATEGY I11.21 Deveop and didribute a new training manud specificdly designed for
gppointing/governing authorities.

STRATEGY I11.2.2  Provide telephone support to individuas with operational questions about the
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STRATEGY I11.2.3

STRATEGY I11.24

STRATEGY I11.2.5

STRATEGY I11.2.6

STRATEGY I11.2.7

STRATEGY 111.2.8

STRATEGY I11.2.9

STRATEGY 111.2.10

STRATEGY I11.2.11

system by responding to questions within twenty-four hours.

Provide each board member and board secretary withan operations manud and
accompanying interactive CD-rom which serves as a reference for the proper
completionof variousforms, induding personnel actionforms, posting notices, and

subpoenas.

Providewrittenguidance as requested by responding to dl writteninquirieswithin
twenty-one days.

Conduct training seminars in the operation of the system and relevant personndl
matters for gppointing authorities or their designees, Fire and Police Chiefs, civil
service boards, and board and chief’ s secretaries.

Publish newdetter at least once a year on lega changes impacting the system,
services avalable through the Office of State Examiner and frequently asked
questions.

Review minutes of dl civil service board meetings reported to the Office of State
Examiner in order to offer timdy advice on the operation of the system in
accordance with civil service law.

Provide supporting information (civil servicelaw, classification plans, board rules,
and operations manuds inasearchable CD-romformet toeachavil serviceboard
and department chief.

Speak to state conferences of employee groups, chief’s associations, and
associations of gppointing authorities when requested.

Track legidation pertinent to the Municipa Fire and Police Civil Service system
in order to provide information as requested to personswith avested interest in
the operation of the system.

Conduct asdary survey of dl jurisdictions within the Municipd Fire and Police
Civil Service system, and make results available to dl jurisdictions and interested

parties.

PERFORMANCE INDICATORS

Input: Number of telephone inquiries received.

Effidency: Percent of telephone inquiries handled within twenty-four
hours.

I nput: Number of written requests for guidance.
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Effidency: Percent of written requests for guidance handled within

twenty-one days.

Input: Number of civil service minutes reviewed.

Output: Number of newdetters published per year.

Outcome: Number of individuds trained through seminars or
individud orientation.

Qudity: Percentage of seminar atendees rating training as

informative and helpful.

OBJECTIVE I11.3: Toreduce the per centage of Per sonnel Action Forms (PAFs) which must be
returnedtolocal juridictions to 4.00% by June 30, 2006, throughtraining of local per sonnel and
interactive computer based tutorial to facilitate correct per sonnel actions.

STRATEGY I111.3.1

STRATEGY I111.3.2

STRATEGY 111.3.3

Review dl personne action forms reported by locd civil service board and enter
into agency database.

When personnd actions are not made in accordance with the law, return PAFs
reporting such to the loca avil service board dong with awritten explanation of
the problem.

Develop interactive personnel action forms to be made available with training
manuas and on agency web Ste to facilitate reporting and improve accuracy of
entries.

PERFORMANCE INDICATORS:

[ nput: Number of personnd action forms received.

Output: Number of personnel action forms reviewed for
compliance with civil service law.

Outcome: Number of personnel action forms returned to
jurisdictions for correction.

Effidency: Tota number of PAFsreturned divided by total received.

OBJECTIVE I11.4: Toincrease serviceto jurisdictions and to applicants for employment inthe
systemthroughthe e-gover nment concept by adding online, inter active servicesinten (10) ar eas

by June 30, 2006.
STRATEGY I11.4.1

STRATEGY 111.4.2

STRATEGY I11.4.3

Provide a searchable database for answers to frequently asked questions.

Post qudificationrequirementsfor Firefighter, Police Officer, Fire Chiefand Police
Chief for each jurisdiction under the ligting for that civil service jurisdiction.

Provide summaries of Attorney Generd Opinions rdevant to the Municipd Fire
and Police Civil Service.
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STRATEGY I11.44

STRATEGY I11.4.5

STRATEGY I11.4.6

STRATEGY I11.4.7

STRATEGY 111.4.8

STRATEGY 111.4.9

STRATEGY 111.4.10

Provide summaries of Appellate and Supreme Court decisons relevant to the
Municipa Fire and Police Civil Service.

Provide alink to the Louisana Revised Statutes.

Provide an interactive personnel action form to assist in completing reports on
appointments, promotions, and other personnel actions.

Edablish a statewide regidry for persons interested in Firefighter and Police
Officer job opportunitiesin other jurisdictions.

Provideavirtud officefor eachcivil service board where boards can accessthar
class plans, rules, personnd records, etc.

Provide fill-inthe-blank forms, such as posting notices, subpoenas, seniority
rogters, etc., that can be completed online.

Provide links to other internet Stes related to the Municipa Fire and Police Civil
Service System.

PERFORMANCE INDICATORS:

Input: Number of informationa categories on agency website.

Output: Number of new informationd categories added to
website.

Output: Number of vigtors (hits) to website.

Outcome: Percent increase in informationa categories on website.
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APPENDIX A
OFFICE OF STATE EXAMINER

DEVELOPMENT OF STRATEGIC PLAN
FISCAL YEARS 2001-02 THROUGH 2005-06

SITUATION INVENTORY

Who are the customer gclients, other stakeholder s,and expectationgroupsfor the
Office of State Examiner?

CUSTOMERS

Customers of government are defined to indude anyone who receives or uses the services of agovernment
program or whose success or satisfaction depends uponthe actions of a department, office, indtitution, or

program.

The customers of the Office of State Examiner are the members of the loca Municipa Fre and
PoliceCivil ServiceBoards, the classified employees within the system, the departmental chiefsand
governing authorities, those candidates seeking employment in the classified service, and those
individuas seeking information about the operation of the system. The interests of the respective
customers will be discussed separatdly.

The members of the locd Municipa Fire and Police Civil Service Boards, who serve without
compensation and who usualy lack abackground or training in personnd adminigration, as well
asthe civil service board secretaries, depend heavily upon the Office of State Examiner (OSE) in
the execution of their duties. The OSE works closdly with the board members in andyzing
positions and dlocating them to ther rightful place within the dassfied service, developing and
maintaining classfication plans, and providing advice on how to conduct meetings and hearingsin
accordance with State law. At the request of the locd board, the OSE develops and administers
tests of origind entrance and promotion, then furnishes the results to the local board. The OSE
a0 assgts the dvil service boards in determining if gppointments and promotions are made in
accordance with civil service law. The assistance and training provided to civil service board
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membersis a continuous process, as board membership changeson aregular bass. The terms of
office for civil service board members are for three years, with the terms of the respective
gppointees expiring on a saggered basisin each jurisdiction.

The classfied employees of the Municipa Fireand Police Civil Service depend upon the OSE to
ensure that the system functions in the manner in which it was created: to provide a structured,
compdtitive meit sysem; continuous employment during changes of locd government
adminigration, asystem of equa pay for equa work, a method through which an employee may
seek relief if he feds he has been subjected to discrimination in employment practicesor working
conditions, as well asrdief fromunfar disciplinary or corrective actions. The classified employees
depend upon the OSE to provide promotional tests that are fair and job related, and to aso
provide feedback on examinaion performance so that future study efforts might be guided
accordingly. Classified employees aso turn to the Office of State Examiner when questions arise
about the operation of the Municipa Fire and Police Civil Service system.

The departmenta chiefs and governing authorities depend upon the OSE, through the use of
vaidated employment examinations, to providetheloca avil serviceboards withliss of candidates
for entrance and promotion who have a reasonable expectation of success in the working test
period. Thelocd officids use the group analyses of exam performance provided by this officein
andyzing the effectiveness of and guiding departmentd training efforts. The departmentd chiefs
and governing authoritiesare provided an orderly and efficient systemof personnel adminigtration.
The departmenta chiefs and governing authorities dso depend upon the OSE for advice and
guidance onthe proceduresto be followed when disciplining or terminating employees. The OSE
works closgy withloca offidas in scheduling examinations so that public safety manpower affing
levels are not compromised during the examinaionprocess. The OSE asoidentifiesand provides
initid orientation and key support to new jurisdictions entering the system.

Those candidates seeking employment in the classified service depend upon the OSE to develop
and utilize tests that are fair and job related, to provide information on locations where upcoming
examinations are being administered, and to provide guidance on the process for reporting their
scoresto jurisdictions other thanwherethey tested, but where employment opportunities might be
available or desired.

The find type of customer for the OSE are the individuas seeking records or information of a

public nature under the public records statutes. These individuas have an expectation that those
recordsthat fal within the public domain will be made available within areasonable amount of time.

STAKEHOLDERS

Stakeholders are defined as groups or individuas who have avested interest in the organization.
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The gtakeholders of the Office of State Examiner include those entities previoudy identified as
customers, as wdl as employee associations, municipd or dvic associations, the dtizens of the
communitiesserved by the variousfireand police departments, and fireand policetraining facilities
The benefits to the community include professional employees who are employed and promoted
onthe basis of kills and professiond ahilities, thus responding to the primary need of public safety
in the area. The overall program is geared to provide an equitable employment stuation for
employeesand potentid employees within the system, with the end result being greeter efficiency
within the departments, increased professionalism of employees, improved law enforcement and
fire protection within the communities, and sustained higher employee morde.

EXPECTATION GROUPS

Expectationgroups are defined as those entitieswhichexpect certain levels of performance or compliance
but do not receive services from an organization.

The expectationgroupsassoci ated withthe Officeof State Examiner include the Equal Employment
Opportunity Commisson, the Department of Justice, the Legidature, and any court before which
the operations of the Office of State Examiner may be reviewed.

The Office of State Examiner is expected to use professonaly acceptable standardsin conducting
job analyses, developing classification plans, and vdidating examinaions that are used as part of
the selection processin the respective jurisdictions. The standards by which these activities are
reviewed are found in the Equal Employment Opportunity Commission's Uniform Guidelines on
Employee Selection Procedures, adopted by four Federal agencies in 1978. In addition, the
EEOC aso oversees provisons of the Americans With Disabilities Act whichpertainto hiringand
employment practices.

What services are provided by the Office of State Examiner?

ww;mwm

v wm

Tegting for entrance and promoation in the respective jurisdictions.

Ligs of digiblesfurnished to loca civil service boards.

Study guides and pre-examination booklets.

Individua and group anayses.

24-hour access phone number for information on firefighter and police officer tests.
Deveopment of classficationplans and assistanceto the local boards in dlocating positions to the
appropriate classfications.

Review of rall cdls furnished by local avil service boardsfor promotiona examinationsfor digibility
of reported individuals according to established board rules.
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DL ;L,mumwm

Assstanceto loca avil service boards, governing authorities and employees within the system on
the operation of the Municipa Fire and Police Civil Service.

Seminarsfor loca boards, governing officids, and board secretaries.

Review of appropriateness of dl personnd actions.

Maintenance of files on dl employees within the system.

Maintenance of web site with frequently requested information.

Competitive and promotiona application forms.

Newdetter of topics pertinent to those served by this office.

What isthe authority of the Office of State Examiner in providing the services
identified above?

Artide X, Section 16 of the Louigana Congtitution of 1974, and other provisions of the Congtitution of
1921, Article 14, § 15.1 not specificaly mentioned in R.S. 33:2471 et seq.

Louisana Revised Statutes 33:2471 through 2508.

Louisana Revised Statutes 33:2531 through 2568.

Louisana Revised Statute 33:2591.

What isthe history of the operation of the Office of State Examiner, Municipal
Fireand Police Civil Service, and what isthe current status of the organization?

Historical Perspective - Office of State Examiner

1934 - Act 22 of the Second Extraordinary Session of 1934 created a State Civil Service Commission

composed of the fdlowing: Governor, Lieutenant Governor, Spesker of the House of
Representatives, State Superintendent of Public Education, Attorney Generd, Secretary of State,
and the Superintendent of the Bureau of Crimind Identificationand Investigation. The Commission
was given the power to investigate the heads of dl municipa police and fire departments, except
those elected by direct vote of the people and to "require of them proof of their competence to
hold such position.” The Commission was given the power to remove such head if he was found
to be incompetent, aswell asthe power to passondl new heads. Members of the police and fire
departments could be dismissed by the department head, but his action was subject to review by
the Commission. The Commission could aso suspend members of the force on its own initigtive
or, after inquiry or hearing, compe a person's dismissa.

Page 16




1940 - Act 253 of 1940 created the Municipal Fire and Police Law which applied to cities with

1942 -

1944 -

1948 -

1952 -

1964 -

1970 -

1974 -

1992 -

populations from 16,000 to 100,000. The sx origind citiesinthe systemwere Alexandria, Baton
Rouge, Lafayette, Lake Charles, Monroe, and Shreveport. Act 253 created a five member civil
service commission in each city, and dso created the office of State Civil Service Examiner to be
appointed by the governor with the consent of the Senate. The Municipa Fire and Police Law
provided that seniority should be the basis for dl promotions, as wel asfor reductionsin force.
The Department of Civil Service temporarily administered the Municipd Fire and Police Civil
Service System from 1940 to 1944.

The population minimum for inclusion in the system was lowered from 16,000 to 13,000, thus
including the cities of New Iberiaand Bogausa. 1n 1942 the system covered 575 classified fire
fighters and 500 police officers.

The Municipa Fire and Police Civil Service was offiddly separated from State Civil Service on
July 27, 1944, by Act 102 of 1944.

The upper population limit for incluson in the system was changed from 100,000 to 250,000.

Act 302 of 1952 incorporated the Fire and Police Civil Service into the Congtitution of 1921 by
amendment. Following passage by the Legidature, the amendment was approved by the voters
in November 1952.

Act 282 of 1964 broadened the scope of gpplicability to municipdities with populations of 7,000
to 13,000, and included dl fire protection digtricts.

Act 643 of 1970 created a dassfied fire and police civil service in dl municipaities having a
population between 250,000 and 500,000.

Article X, Section 16 of the Louidana Condtitution of 1974 provided for the establishment of a
systemof dassfied fireand policedvil service in municipditieswith popul ations exceeding 13,000,
and indl fire protection digtricts operating aregularly paid fire department. Section 17 provided
that permanent gppointments shall be made only after certification by the gpplicable municipd fire
and police dvil service board under a generd system based upon merit, efficiency, fitness, and
length of service as provided inArtide X1V, Section 15.1 of the Congtitution of 1920, subject to
change by law enacted by two-thirds of the eected members of each house of the legidature.
Section 18 provided that "Except as inconggtent with this Part, the provisons of Artide XIV
Section15.1 of the Congtitutionof 1921 are retained and continued inforce and effect as statutes.”
The gpplicable statutes are L ouisana Revised Statutes 33:2471 et seq., and 33:2531 et seq.

Act 497 of 1992 amended and reenacted LouisanaR.S. 22:1419(A), relative to dedications of
the Insurance Rating Commisson Expense fund to create the Municipal Fire and Police Civil
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Service Operating Fund in the state treasury by dedicating 2/100 of 1 percent of gross insurance
premiums for the operation of the Office of State Examiner.

1999 - Act 931 of 1999 further amended R.S. 22:1419(A)(2) to providefor increased dedications of the
Insurance Rating Commission Expense fund to the Municipd Fire and Police Civil Service
Operating Fund in the amounts of 2.25 1/100ths for premiums paid in 1998, 2.37 1/100ths by
2001, and 2.5 1/100ths by 2003 and every year theresfter.

FI SCAL YEAR NO. OF NO. OF NO. OF OSE
JURI SDI CT1 ONS | CANDI DATES | EMPLOYEES | N STAFF
EXAM NED SYSTEM

1974-75 48 3,720 4, 245 20
1980-81 52 5, 480 5,183 19
1981-82 55 5, 320 5, 450 19
1982- 83 55 7,741 5, 550 19
1983- 84 55 6, 615 5, 850 19
1984- 85 56 6, 593 6, 000 16
1985- 86 58 8, 531 6,100 15

1986- 87 63 6, 318 5, 990 12.75
1987-88 64 7,216 6,175 13
1988- 89 68 7,456 6,073 12
1989-90 71 6, 777 6,137 12
1990-91 73 6, 940 6, 407 12
1991-92 76 7,533 6, 453 14
1992-93 82 5, 835 6, 552 14
1993- 94 84 6, 395 6, 668 14
1994- 95 88 6,074 6, 868 15
1995- 96 90 6, 523 7,036 15
1996- 97 92 6, 448 7, 306 15
1997-98 93 5, 765 7,404 17
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FI SCAL YEAR NO. OF NO. OF NO. OF OSE
JURI SDI CTlI ONS | CANDI DATES | EMPLOYEES I N STAFF
EXAM NED SYSTEM
I ——
1998- 99 96 6, 250 7,434 17
1999- 00 96 6,129 7,647 17
2000-01 96 6, 394 7,797 17

Current Status of the Office of State Examiner, Municipa Fire and Palice Civil Service

There are 96 jurisdictions currently served by the Office of State Examiner in 39 parishes throughout the
State. As of June 30, 2001, there were 7,797 classified employees within the system. For alist of
jurisdictions with the number of employees, please refer to Appendix D. The table of organization for the
Office of State Examiner contains 17 employees, al of whom are in the classified service (see Appendix
E For acurrent organizationa chart).

Duplication of Effort

The Department of State Civil Service and the State Police Commissonserve different congtituent groups
than does the Office of State Examiner, and under different lega authority. While dl entities provide civil
service examinaions and digibilityligts, the Officeof State Examiner works exdusively withlocal governing
authorities and civil service boards. The Office of State Examiner dso must accommodate and adapt to
the rule making ability of avil service boardsineach jurisdictionserved by the agency, rather thanworking
under astandard set of rules adopted by one board. Each jurisdiction has its own classification plan, and
tests administered by the Office of State Examiner must reflect the requirements of the job as it exists
locdly. Thiswould be smilar to the Department of State Civil Service having to conduct independent job
andysesand devel op separate examinations appropriatefor Adminidrative Specidist postions ineach state
agency utilizngthet class. The Office of State Examiner aso hasadifferent test vaidation requirement than
do the other civil service entities because of the uses and gpplications made of the test scores according
to State law. The Office of State Examiner has no responsbility for recruitment, as do the other entities,
in that theloca civil service boards in the system bear this respongbility.
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ENVIRONMENTAL SCAN —
INTERNAL FACTORS

What arethe current and projected internal factorsthat may have an impact
on the oper ations of the Office of State Examiner over the next five years?

1. Chronic Staffing Problems.

The Office of State Examiner currently has seventeen (17) authorized postions, including only two
(2) clericd pogtions. Thisgtaffing leve isinadequateto meet the workload demandsrequired of thisoffice
by the condtitution and statutes. Our budget requests have repeatedly articulated this need, including
detailed supporting documentation on required manpower to function at acontinuationleve, yet we have
been unsuccessful during the past five budget cyclesin convincing the Office of Planning and Budget of our
needs. The manpower staffing analysis contained in our FY 2001-02 budget request indicated an
employee deficit of 425 days, or 1.86 additiona employeesneeded for the budget year. Thisproblemwill
become progressively worse as new jurisdictions are added farly rgpidly during the next few years. (Note:
This problemwill be discussed indetail under the sectionfor “ externd factors.”) This problemis particularly
frudrating in that sufficient fundsare available to adequately meet exiding Saffing requestsinthe Municipd
Fire and Police Civil Service Operating Fund without any use of State General Funds.

Exacerbating the chronic staffing shortage are a difficulty in filling vacancies, the number of
employees digible for retirement, ardatively high turnover rate, and employee morde. We have looked
at each of these problems as objectively as possible, and offer the following andyss:

Difficulty filling job vacancies. Despite the existence of a hiring freeze in 2000, we made the difficult
decisontoterminatethreeempl oyeesserving in probationary “working tests’ during that year. We
place ahigh emphas's on making good hiring decisions, and make such decisions withthelong term
ability of the OSE to fulfill itsmissoninmind. We were granted an exemption to the hiring freeze,
yet the problemof inauffident qudified digiblesonthe PET lis who met our requirements continued
to plague our efforts. Through the process of exploring other recruitment efforts, we established
contact with the Psychology Department of Southern Universty. Dr. Muriel Harrison worked
closdly withusin providing access to graduates and graduatingseniorsinther program. Asaresult
of this relaionship, we attended their career day for the firgt time this year, and were also asked
to serve as a training fadlity for psychology interns who seek actual work experience in their
chosen field prior to graduation.

We have dso had difficulty hiring and training qudified employees for our two clerica postions.
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The pogitions are targeted for redlocation requests due to the confidentia and highly technicd
nature of work inherent in the two jobs.

Employees dligible for retirement: Three employees of the Office of State Examiner are digible for
retirement during the next two years. While this appears to be a hefty 18% of our staff, the
problem is magnified with the underganding that these three employees represent 48.9% of the
combined agency experience. Their retirement will reduce the current average agency experience
from11 yearstofewer than7 years. All three occupy key positions: one employee with 36 years
of experience is our most experienced journeyman level employee in the Testing Divison, one
employee with 29 years of experience is our Assstant Test Development Manager, and one
employee with 30 years of experience handles al accounting and human resources functions for

the agency.

High turnover: Onefactor in andyzing turnover must be the rdatively high employment rate we have
experienced in the Baton Rouge area over the last few years. It is difficult to hire and retain
quaified employeesiif the pay we are able to offer is not competitive with the private industry. It
isalso difficuit for asmdl agency to appear competitive withthe larger ones when attracting entry-
level employeeswho have real issues concerning opportunitiesfor career advancement. A second
factor isthe very high volume of work our employees must produce in order for the OSE to meet
itsgodsinatimdy manner. Chronic gaffing shortages have forced the agency into payingtimeand
a hdf overtime inasmuch we cannot afford to lose the vauable hours lost due to compensatory
time. Thisis an adequate short-term solution, but the problem is not defined by peak periods
during the year. Our gtaffing shortage is an ongoing problem throughout the year. As will be
discussed below, low employee morae and increased hedthproblems result when employeesare
not afforded adequate “ off” time.

Employee morale: A high workload with rddively little chance for career advancement in the
foreseeable future are factors which contribute to empl oyee morae not being as high as we would
like. Thishas been an areawe have worked very hard to improve over the last one and one-half
years. Steps we have taken to mitigate the effects of those things we cannot change include the
acquisition of ergonomicdly designed furniture, office reorganization and redlocation of key
positions to levels commensurate with respongbility, a demonstrated commitment to training thet
provides necessary tools to accomplish job duties, and a change in the office culture and policies
to become more “family friendly” in dlowing greater flexibility in work schedules.  Theindusive,
participatory management style of the current State Examiner has adso encouraged growth and
professiona development among dl employees, a factor which has impacted positively on the
overdl morde of the agency.

2. Relocation of Office

The Office of State Examiner has recently been informed that our lease in the Louidana Retirements
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Systems Building will not be renewed upon its expiration a the end of June 2002. Inconddering avalladle
dternatives, we must focus on our accessihility to our dients (most of whom are from out of town), the
security of our examinationmaterids, and the safety of our employees. It is our desire to remain near our
current location off of Essen near the 1-10/1-12 it in an area that is accessible to our client groups
traveling from dl locations throughout the State. We dso have employees traveling throughout the State
to administer examinations who return between 5:00 and 10:00 p.m. most days of the week. Their safety,
and the security of our examinationsin parked vehicles, is aprimary concern.

Significant time will be required to locate suitable office space and to complete the logistical requirements
of the move including preparing scae floor plans and securing lease. Additiona expenses will be incurred
to secure movers, to install computer network cabling and telephonelines, to movethe video survelllance
security system, and to reprint stationary and notify clients of the address change. From prior experience,
we anticipate asignificant loss of productivity for a period of about six weeks surrounding the move.

ENVIRONMENTAL SCAN —
EXTERNAL FACTORS

What arethe current and projected external factorsor issuesthat may have
an impact on the operations of the Office of State Examiner over the next
fiveyears?

1 A projected 50% increasein the number of jurisdictions to which the Municipal Fire and
Police Civil Service Law applies.

Jurisdlictions are required by law to enter the Municipa Fire and Police Civil Service when one of two
conditionsis met: In the case of a municipdity, the system becomes applicable when the city operates a
pad fire or police department, and when the population reaches 7,000 or over as a result of the last
decennid census. The 2000 Census identified three additiona municipaities to which the Municipd Fire
and Police Civil Service System will apply. In the case of afire protection didrict, the system becomes
gpplicable when avolunteer department hires at least one regularly paid employee having as a primary
respong bility one of the duties identified under Louisana Revised Statutes 33:2541 (A).

While there have been occasons when this has occurred, we generdly do not have chiefs of amdl
departments knocking on our door and asking for services from our office. Many are not aware of the
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requirementsor gpplicability of the sysem. The Office of State Examiner, therefore, seesan obligationto
identify those entitiesto whichthe systemappliesand offer essentia guidance to loca governing authorities
in assging them with compliance with the provisons of this law.

The research involved in identifying new jurisdictions has traditiondly been very extensive and time
consuming. The decennid census has dways been alogicd tool to use in identifying new municipdities,
dthough identifying new paid fire departments was often dependent upon word-of-mouthreports. While
wehaveresearched supplementa pay records, one of the problems encountered is that the department may
useanamethaismideading. Anexamplewould be those departmentswhich usethename of asmall town
asthe name of the fire department. The population of the town might be well below the required 7,000
inhabitants (thus making the systemnot gpplicable to amunicipal firedepartment), but aclose examination
of the organization of the department may indicate that it is, in fact, a parish fire protection didtrict that
would denote gpplicability of our system.

The recent advent of internet cgpabilities within our office, as wel as resources made available through
other state agency websites such as that of the State Fire Marshd, have given this office the opportunity
to identify new jurisdictions witha higher degree of certainty. Wehaveidentified 27 additiond jurisdictions
as ddinitdy meeting the criteriafor incluson in our system, and have an additiond list of 42 jurisdictions
currently requiring further research. Itisconservatively projected that gpproximeately haf of the additiona
42 jurisdictions will meet system gpplicability criteria. This represents an increase of 48 new jurisdictions
or an increase of 50% over our current workload.

The crigs this presentsis that the Office of State Examiner has a lega obligation to contact and provide
servicesto aclient base that is 50% larger than what we currently serve. We are currently strugglingwith
chronic manpower shortages for our existing workload, and it would beirresponsble to establish contact
with jurisdictions and advise them of system gpplicability, then not be able to follow through with the
required services. Itisessentid that weincreasethe Sze of our Saff to accommodate our dramatic growth
in jurisdictions, yet ill provide services at a continuation leve to exiding jurisdictions. Our plan for
accommodating this growth is to add two additional Human Resources Program Consultants, one Human
Resources Program Consultant Supervisor, and one Executive Secretary. Resources will be devoted
initidly to the intensve effort and support needed to assmilate and provide operationd training to the new
juridictions (Personnd Management Division), and will be gradudly shifted to the Testing Divisonasthe
workload shiftsto that function once the local systems are operationdl.

An additiona problemwithbringing new jurisdictions onboard is thet the Office of State Examiner has no
legd means of forcing compliance with the provisons of the law. The system is mandatory for those
departments meeting digibility criteria, and the Attorney Genera has opined that jurisdictions may not
smply choose not to be included. It isour intention to establish contact with the Office of the Attorney
Generd inthisregard to discuss gppropriate methods for requiring compliance.

2. Thedesrefor reform of current civil service provisions.
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There are many proponentsfor change inthe system who make convincing argumentsthat the current legd
requirement for promoting the digible with the greatest total department seniority encourages mediocrity
and decreases departmental effectiveness. Thispodtionisheld primarily by the department adminigirators
and governing authorities.  Employee groups, on the other hand, are nervous that changes to the
promotiona scheme will open the door to political patronage and roadblocks to career advancement for
officers who are qudified, yet not in afavored group. The Municipa Fire and Police Civil Service Law
was initidly enacted in 1940 to diminate such favoritism not based on merit factors. The argument has
been hotly debated before legidaive committees, withboths desoffering differingviewsof what congtitutes
a“merit sysem.”

The Office of State Examiner desires to fadilitate discussons between the two dient groups in a non-
contentious atmosphere that will allow commonground to be explored between the opposing sides of the
argument for reform. The essentid element isthat both parties desire efficiency and safety in thefireand
policesarvices. The chdlengeisfinding personne management tools which will move the system forward
while remaining sendtive to the needs and concerns of career fire and police professonas. The State
Examiner has been invited to speak before state conventions for both the Professiona Firefighters of
Louisana and the Louisiana Police Chiefs Association, as well as meet with members of the respective
groups to discuss the opportunities for change in the system.

The chalenge facing the Office of State Examiner is that we must be prepared to move in whatever
directionisprovided by the Legidatureregarding avil servicereform. Testsare validated for specific uses,
and our tedts are currently validated for use on a passfail bass as is required by our existing law.
Additional documentation is needed and different test formats might be appropriate if the syssem moves
to promoting on the basis of test scores.

3. Utilization of e-gover nment techniques and technological advances.

The Office of State Examiner embraces the progressve mission of the State of Louisiana to provide
“world-class government services’ to its citizens and others through the effective use of technology. As
we move forward into the twenty-first century, the Office of State Examiner will endeavor to anticipate and
respond to the needs of those whom we serve through the use of the Internet and the agency’ s presence
on the world wide web. The agency has become aresource of instant support and information in matters
related to the fireand police classfied service, and we will continue to search for ways whichwill improve
access bility and expand the avallability of information. Thefollowing isarepresentation of conceptswhich
are currently being evaluated and devel oped:

1. A registry of entry-level police officer and firefighter gpplicantswilling to be considered for
employment inmunicipditiesand fire protectiondigtrictsincluded inthe Municipa Fireand
Police Civil Service System. This database will provide the names of persons who have
received passing scores on the competitive entrance police officer or firefighter
examinations, and whose scores have been certified by the appropriate dvil service board.
The registry will indude a brief resume of the applicant, and will be accessible by password

Page 24



to fire chiefs, police chiefs, and appointing authorities over a secure connection for
recruiting purposes.

2. Higbility lists which are accessible by civil service boards, and which are password
protected over a secure connection.

3. An initid point of contact for research into subject matter related to the employment and
personnel administrationof the classfied fireand police service. Informationwhichwill be
made available will include applicable Case Law (Federa and State court decisions),
Attorney Generd Opinions, Ethics Board Rulings and Opinions, and rdlevant Louisana
Revised Statutes which are not avil service law, but which address certain  provisons
gpplicable to employees of the fire and police services.

4, A ste where interested persons may obtain answers to questions of a general nature and
which are frequently asked of the Office of State Examiner.

The Office of State Examiner also recognizes, as the result of Act 1467 of 1997, that the Louisiana
Legidature and the Divisonof Adminigration, Office of Planning and Budget are dso dientsof the agency,
inasmuchasthe act mandatesperformance-based budgeting. Thel ouisiana Government Performance
and Accountability Act requires, anong other things, that agencies perform grategic planning,
operationa planning, performance accountability, and performance reporting. When the Office of State
Examiner beganimplementing the provisons of the Act, the agency utilized computer software applications
considered sufficent for the time, but which aso required asignificant alocation of personnel resourcesin
order to maintain. Because technology has outpaced the agency’s fiscd ability to acquire or develop a
more efficent means of workl oad tracking, we have beenforced to continue usng software whichhas now
become obsolete and inefficient.  We are now in a position in which we must redesign and update our
workload tracking systemto anintegrated database, which will enable the agency to maintain performance
information with minima dependence on personnel resources, and which will allow more accurate and
effective workload planning and managemen.

4, Increase in the scope and number of requestsfor public records.

Under public records statutes, the public hasaright to examine or be provided copies of the public records
maintained by the Office of State Examiner. The extensive, globa nature of such requests, as experienced
by the agency inrecent years (nearly 4,000 documents for only one of three mgjor requests) was of such
megnitude that it disrupted the norma work flow of the agency and made it difficult to meet certain
performance sandards or to remain in compliance with our statutory obligations under civil service law.

We are a rdativdy smdl agency conggting of seventeen authorized postions and an extremely heavy
workload. We have only one copy machine that experiences heavy usage in its norma function of
duplicating examinations ona constricted time schedule. We have managed so far to absorb the additional
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burden that such public records requests have imposed within exigting resources. However, if the trend
continues, we will have no adternative other than to project additiona resources smply for handling such
requests.

Anadditiona concernisthe confidential nature of tests and the protected information contained withinthe
Office of State Examiner records (such as socid security numbers). The agency is currently involved in
litigetion with an entity seeking to obtain records which the agency feds are confidential. Additional
legidation might be necessary to effectively protect information which would compromise the mission of
the OSE should it be released subsequent to a public records request.

In recent months, we have been informed that many of the records which the agency has consigtently
retained over a period of many years are not subject to long-term retention.  As a result, the agency is
working toward appraising its records and scheduling retention periods for al but permanent records. It
is expected that these efforts will effectively diminish the impact of expangve public records requests.

DEVELOPMENT OF GOALS, OBJECTIVES, AND
PERFORMANCE INDICATORS

BACKGROUND INFORMATION

Having the benefit of experience fromthe prior strategic planning cyde threeyears ago, we viewed
the development of this srategic planas an opportunity to evauate our progress, to assess the needs of our
client base, and to focus our effortsand resources. Since the last Strategic Plan was devel oped, the prior
State Examiner retired and Mdinda B. Livingston was gppointed as the new State Examiner on January
3, 2000, by the State Civil Service Commission following a competitive examination process. Robert S.
Lawrence was subsequently gppointed by the Commission as Deputy State Examiner.  With the change
in leadership came a reorganization of agency functions and resource commitments to more effectively
accomplish the mission of the agency.

Whileit is certainly more comforting to look at those things we have done well (and we do fed that
there are many aspects of our operationthat would fdl into that category), weturned a critical eye toward
those areas where we needed sgnificant improvement. We closely examined problems which occurred
duringthe last few yearsvis-a-vis commentsfromour dient base, and discovered that therewerea sosome
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things that we were redly not doing wdl. There were many valid reasons for the problems, including
inexperienced gtaff and chronic manpower shortage, but the problems became a foundation upon which
we could target improvement over the next five years.

The reorganization of agency functions early in 2000 was needed to address an inability to meet
some of the performance standards measuring the work of the personned management and classfication
functions. When the work of the agency was categorized by the operationa plan, it was clear that the
Personnel Management and Classificationfunctions represented alarge amount of measurablework critica
to the misson of the agency as identified by the performance indicators, yet only two personne were
assigned to this combined function. Recognizing the need for additiona resources in this area, the new
State Examiner separated the functions and doubled the staff assgned by moving employees from the
Tedting Divison.

Inexamining our new organizationd structure in combinationwiththe dutiesand respongbilities of
the State Examiner as identified by the Municipa Fire and Police Civil Service Law, we developed new
gods for this planning period that we believe more closdy define the legd mission for the Office of State
Examiner. While our prior plan contained performance indicators related to the classification function, it
was conspicuoudy missing at the god level. The foundation of aclass plan isthe job andysis and itisthe
combination of the two which defines the testing misson.  Our first goal, therefore, pertains to the
classfication function.

GOAL |

To develop and maintain validated classification plans in cooperation with the
Municipal Fire and Police Civil Service Board in each jurisdiction which describe the
grouping of like positions within the respectivefire and police departments into classes
which may betreated the samefor all personnel purposes, the arrangement of which
is designed to show the principal and natural lines of promotion and demotion, and
which provide qualification requirements necessary for digibility for admission to the
respective examinations.

The authority for setting this goal isfound in Louisana Revised Statutes 33:2479(G)(1),(2),(5) and
33:2539(1),(2),(5). The Equa Employment Opportunity’ sUniform Guidelines on Employee Selection
Procedures was adopted by four Federal agenciesin1978, and isthe standard by which the U.S. Jugtice
Department, the EEOC, and the courts would measure our efforts should we be challenged. The
Guidelines gtate that any component of the selection processthat is used as a part of the selection process
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should be validated in accordance with the standards.

Objectivel.1

We have 915 class decriptions for the jurisdictions within the Municipd Fire and Police Civil
Service system, but only 87 have been revised following arecent job andyss. Thereisagroup of 372
classdescriptions for whicharecent job andyss exigts, but for which arevison has not beenprepared for
the consideration of the loca dvil serviceboard. Findly, there are 456 class descriptionswith job analyss
supporting documentation thet is greeter than five years old.

A second problem with the class descriptions is that we do not currently have validity
documentationto support the qudification requirements included inour class planrecommendations to the
avil serviceboards. Thisisalega exposurefor usinthat the qualification requirements are absol utely used
as part of the selection process, and therefore must be validated according to the Guidelines.

Objective |.1 targets having al 915 class descriptions supported by a job andyss less then five
yearsold by June 30, 2006. Toinsurethevdidity of theinformation, the job andyss questionnairesshould
asoberevised and updated so that work procedures are current and qudificationvaidationdocumentation
is gathered.

Objective 1.2

The second magjor issue with the class plans is that we conduct new job anadyses in order to
prepare the examinations, yet fall to continue the process by using the same information to make updated
recommendations on needed class description changes to the avil service boards. We have 372 class
decriptions for which we had job andyss information in-house, yet faled to offer an updated class
description, as opposed to 87 for whichrecommendations were made. Once board minutes are received
indicating board action in gpproving class plan recommendations, we need to provide the officid copies
within areasonable amount of time. Our current average is 74 days, a number which we fed should be
reduced to 14 days. Objective 1.2 targets improving our class description recommendations to 90 days
and our forwarding of officia class plandocumentsfollowing board action to 14 days following receipt of
minutes

GOAL Il
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. To prepare and administer valid tests of fitness, devel opedaccording to professionally
acceptable standar ds, for determining digibility for initial appointment or promotionto
classifiedpostionsintherespective fire and/or police departmentsof the municipalities
and fire protection districts, score the tests and furnish the results to the local civil
service boardsfor which thetestsare given.

Our legd authority for setting this god may be found in Louisana Revised Statutes
33:2479(G)(1),(3) and 33:2539(1),(3). The professond standards for this god are also found in the
Uniform Guidelines on Employee Selection Procedures.

Objectivell.1

This objective targets improving the vdidity of our examinations, and has three srategies for
achieving this objective:

Low fiddity, job smulationtesting. Traditiona assessment center components are very expensve
to both develop and grade, but are able to assess leadership and decision meking kills
critical to upper level jobs that would ordinarily not be possible with a standard multiple-
choice examination. Thistest format utilizeswhat appearsto be multiple-choice questions,
but whichare actudly Stuations or problems presented inthe questionwithaternativesfor
solutions as the answers. The exam materia must be developed and vaidated by panels
of subject matter experts who congs of training officids and experienced incumbentsin
the jobs for which the test materid is being developed. Studies have compared this test
strategy to assessment center componentswithahigh degree of correlationinthe outcome,
but for muchlessexpense. We are dready doing assessment center testing at the leve of
Chief, but are targeting low fiddlity, job smulation testing for the ranks of Deputy Police
Chief, Assgtant Police Chief, Police Mgor, and Police Captain in the police service, and
Deputy Fire Chief, Assgiant Fire Chief, and Didtrict Fire Chief in the fire service.

Documentary support for use of test scores for ranking purposes. Our Municipa Fireand Police
Civil Service Law only requires support for the tests on a pass/fail basis inasmuch as

anyone making a score of 75 or higher is digible for competitive appointments, and
promotiona appointments must be offered to the person with a score of 75 or higher with
the greatest total departmental seniority. Having said this, however, we are aware that
juridictions are usng the scores for other purposes. Onejurisdiction, for example, will not
schedule aninterview with anindividua seeking entrance employment unlesshe/she scores
at least 95 on the test rather than 75. Other jurisdictions utilize scores onexaminaionsin
breakingtiesin seniority whenmaking promotional appointments. Itisthereforeincumbent
upon our office to develop at least rudimentary support for the scores when used in this
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manner. Criterion studies arefeasble inthe entrance classes, dthough they are very time
consuming and expensive to conduct. Wearetherefore proposing to utilizeinput from job
expertsin supporting that the possession of knowledges, skills, and abilities evauated by
our examinations distinguish between levels of performance.

Evaudion of loca operating procedures. We have received requests from Chiefs and appointing
authorities to include local procedures in our examinations at certain levels. When the
Chiefs and gppointing authorities assert that such loca procedures are criticd to the
performance of the job in question and are willing to provide updated procedures on an
on-going basis, we would be remiss in developing a content vaid examinaion to the
excluson of such a key dimenson. One example may be seen in promotiona
communications classes in departments utilizing acomputer-ai ded dispatch(CAD) system.
The proceduresfollowed inaccomplishing the work of these classesis entirely dependent
upon local procedures and equipment. It is our god to identify those jurisdictions and
classes requiring the development of local material and to respond accordingly.

Objectivell.2

We are anticipating adramatic growth of approximately 50% inthe number of jurisdictions served
by this office, and must increase both our staff and our efficiency in order to maintain a continuation level
of sarvices. Our plansinclude refining our computer applications, cross training exigting staff, and adding
two Human Resources Program Consultants by July 1, 2004.

Objective 1.3

The Fire Prevention and Fire Investigation classes have been particularly troubling to us from the
gandpoint of vdidity. The nature of the work and the knowledge required to function in the respective
classesis not as adgptable to common job andysis and exam planning techniques as other classesthefire
and police services are. It isvery difficult, for example, to determine what knowledge is needed from the
first day on the job, versus that for which the incumbent might use a reference source to accomplish his
duties. We currently have approximately 12 classesinthis series, and would like to develop standardized
examinations for use in as many levels statewide as possble. At least four standard examinations would
probably be possible, and would dleviate some of the burden onthe Testing Divisonfor preparing custom
examinations for asngle use in these classes.

Objectivell.4

The quadlity of our examingtions is dependent upon the quality of test questions (items) available to
satisy the requirements of the examination plans. The Office of State Examiner item bank includes over
11,000 test questions from which tests are developed. There have been criticd comments about the
practice of the Office of State Examiner inremoving problemitems during the grading process, and it isour
desireto reducethe need for this practice by reviewing and updating dl items in our database by June 30,
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2006. Outdated test questions should be removed, existing test questions should be sourced to a recent
authoritative publication, and new items should be written as needed to supplement needed aress.

GOAL 111

IIl.  Toprovideoperational guidance in the legal requirementsof the Municipal Fireand
Police Civil Service Systemto thelocal civil service boards, gover ning and appointing
authorities, department chiefs, employeesof the classifiedfire and police ser vices, and|
other local officers regarding the duties and obligations imposed upon them by civil
service law and relevant State and Federal laws pertaining to the administration andj|
management of per sonnel within the classified service.

Objectivelll.1

We have identified 27 additiona jurisdictions as meeting the requirements of our system, and
another 42 jurigdictions probably medting the requirements, but which require further research. It is
anticipated thet at |least hdf of the latter group will eventudly fal within the Municipa Freand Police Civil
Service System for a dramatic 50% increase in the number of jurisdictions served. The process of
identifying and establishing the system at the locd leve is very labor intensve, yet we have an obligation
to do so. Objectivelll.1targetsproviding initid orientation to al 27 identified new jurisdictions to which
the systemappliesby June 30, 2006. Itisimperaive that weimprove our computer database gpplications
to facilitate tracking and documenting this process, aswell as adding two additiona employeesto our table
of organization to handle the additiona workload.

Objectivelll.2

Our second objective for Goal 111 isto improve the technical support we provideto our dient base
via telephone, correspondence, improved training materials and seminars, and the development of
interactive computer gpplications. We have been frustrated at times when our cals are not returned, so
we target returning dl calswithin 24 hours. We have dso st atarget of providing written responses to
correspondence within 21 days. Other strategies include developing a new training manua specificaly
designed for gppointing authorities, revigng our trainingseminar format, publishinganewd etter at least once
each year, and continuing to speak when requested at state conventions of employee and chief groups.

Objective 111.3

Objective 111.3 takes a different gpproach to reducing the errors found in personnd actions
reported viathe Personnel ActionForms (PAFs) through the development of an interactive PAF withhdp
and tutorid functions available through the internet or on disk. Itisout desire to reduce the error rate to
4% by June 30, 2006.
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Objective Ill.4

In developing this objective, we explored dl aspects of our services that might be made available
24-hours a day via the internet. Mogt of the Strategies are sdlf explanatory, although one which has
received avery podtive initid reactionis described in Strategy 111.4.7. Applicantsfor Firefighter and Police
Officer pogitions may currently take the test in any location where it is being offered through applicationto
that civil service board. Following receipt of a passing score, the applicant choosing to work elsewhere
may make application to the dvil service board in the desired employment location by attaching
documentation of hig’her passing score to the gpplication for the new location. Asameans of recruiting,
gppointing authorities have expressed interest obtaining accessto interested, qudified applicants. Itisour
intention to fadilitate the connection between potential employers and employees through a voluntary
registry of persons passing the entrance examinaionswho areinterested inemployment opportunities other
than where they took their examinations.
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APPENDIX B

PERFORMANCE INDICATOR
DOCUMENTATION

STRATEGIC PLAN
FISCAL YEARS 2001-02 THROUGH 2005-06

OFFICE OF STATE EXAMINER
MUNICIPAL FIRE AND POLICE CIVIL SERVICE
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PERFORMANCE INDICATOR MATRIX

GOAL |
OBJECTIVE .1

OBJECTIVE.1: Toimprove the content validity of classfication plans for each jurisdiction by ensuring
that each class descriptionis supported by arecent job andyss (Iessthanfive years old) by June 30, 2006.

Kind of Indicator Performance Indicator

Input Tota number of class descriptions.

Indicator No. |.1.a

Input Number of class descriptions not supported by job

Indicator No. I.1.b andysis data less than five (5) years old.

Input Number of standard job andyss questionnaires

Indicator No. I.1.c (27).

Output Number of newjob andysesconducted to provide

Indicator No. 1.1.d documentary support of class descriptions.

Outcome Percent of class descriptions medting the criteria of

Indicator No. I.1.e havingjob andyds support less than five (5) years
old.

Outcome Percent of class descriptions with qudification

Indicator No. |.1.f requirements supported by appropriate vaidity
documentation.

Outcome Percent of standard job andysis questionnaires

Indicator No. I.1.g revised.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL |
OBJECTIVEI.1

INDICATOR NO. I.1.a

1. Indicator name:

Tota number of class descriptions.

2. Indicator type:
[ nput

3. Rationde:
Our objective is to improve the content vdidity of class plans by ensuring that each class
descriptionis supported by arecent job analyss. All class descriptions should reflect current duties
and respongihilities, but many do not. The total number of class descriptions serves asthe basdine
from which work will be measured and is a reasonable indicator.

4, Data collection procedure/source:
The Office of State Examiner maintains a class description for each class of postions, aswell as
occupational indices containing a lig of dl dassficaions for each jurisdiction in the dassfied
sarvice. Thetotal number of classfications will be maintained in a database tracking system as
classes are adopted or abolished.

5. Frequency and timing of
(&) collection:
Overdl talies are caculated as the database is revised.
(b) reporting:

Datawill be reported quarterly, or as required by OPB.
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10.

11.

Cdculation methodology:

Thetota number of class descriptions will be tallied prior to the reporting period.

Definitions of any unclear terms.

A "class' or "class of postions’ means adefinitdy recognized kind of employment inthe classified
service, designated to embrace positions that are so nearly dikein the essentia character of their
duties, respongibilities, and consequent qudificationrequirements, that they canfairly and equitably
be treated dike under like conditions for al personnel purposes. (LouisanaR.S. 33:2473 5 and
33:2533 5) A class description provides the representative duties of a class, including
diginguishing features and qudificationrequirements, whichis adopted and maintained asarule of
the local avil service board in each jurisdiction. A class plan contains the combined class
decriptions for dl of the classes for asingle jurisdiction.

What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responsbility of the Classification Manager.
Limitations of the indicator:

There do not appear to be significant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

The number of class descriptions is a global indicator of the magnitude and scope the Office of
State Examiner’s respongbility to assst loca civil service board' sin their statutory obligation to
maintain current classificationplans. The number of classdescriptions inlight of possible revisons
following job andlysesis a useful tool for planning and forecasting purposes.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL |
OBJECTIVEI.1

INDICATOR NO.1.1b

1. Indicator name:

Number of class descriptions not supported by job analysis data less than five (5) years old.

2. Indicator type:
[ nput
3. Rationde:

Class descriptions should be kept current and should reflect jobs as they actudly exist. Assoon
as possible following any changes in the duties and responshilities of a class of postions by the
gppointing authority, the changes should be reflected in the class plan. It is necessary to have
knowledge of the depth of class descriptions which have not been updated following recent job
anayses.

4, Data collection procedure/source:

A database will be maintained for each classfication, in jurisdiction order, in which the date of
completion of each job andysiswill be entered.

5. Frequency and timing of
() collection:
Datawill be entered following the completion of each job andys's project.
(b) reporting:

Datawill be reported quarterly, or as required by OPB.
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10.

11.

Cdculation methodology:

The total number of class descriptions supported by job analysis data over five (5) years old will
be tabulated prior to the reporting period.

Definitions of any unclear terms.

The job andysisis the systematic examination of the functions of each postion asit rdatesto the
knowledge, skills and abilities required to performthe dutiesassigned to aposition. Classification
plan means dl the classes of positions established for the classified service. Class or class of
positions means a definitely recognized kind of employment in the classified service, designated to
embrace positions that are S0 nearly aike in the essentia character of their duties, responsibilities,
and consequent qudificationrequirements, that they can fairly and equitably be treated dike under
like conditions for al personnd purposes.

What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responsbility of the Classification Manager.
Limitations of the indicator:

There do not appear to be significant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

The number of class descriptions not supported by job andyss data less than five (5) years old
indicatesthe extent of the chdlenge to the agency inproviding avil service boardswithcurrent and
vaidated classdescriptions. Where numerous outdated class descriptions may be discovered and
targeted for revison, the agency may find it necessary to allocate additional resources.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL |
OBJECTIVEI.1

INDICATOR NO. 1.1.c

1. Indicator name:

Number of standard job anadysis questionnaires (27).

2. Indicator type:
[ nput
3. Rationde:

Information about the essential duties and respongbilities assgned to classes of pogtions is
gathered job andlys's questionnaires from which class descriptions are validated.

4, Data collection procedure/source:

The agency maintains amagter file of standard job analysis questionnaires.
5. Frequency and timing of

() collection:

The tota number of job andyss questionnaires will be adjusted as new questionnaires are
developed or old ones are determined to be obsolete.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

The number of standard job andlysis questionnaires is counted.
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10.

11.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the respongibility of the Classfication Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

The agency maintains job anaysis questionnaires for the purpose of evauating positions of the
classfied sarvice. It isoftennecessary to revise questionnaires to include new task statements or
to provide supplementary information about positions, develop new questionnaires for unique
classes of positions, or deletequestionnaireswhicharedeterminedto be obsolete. Proper planning
is required to minimize the additiona impact uponthe work product and efficiency of personnel as
aresult of keeping questionnaires current.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL |
OBJECTIVEI.1

INDICATOR NO. I.1d

1. Indicator name:

Number of new job analyses conducted to provide documentary support of class descriptions.

2. Indicator type:
Output

3. Rationde:
Our objective isto improve the vaidity of classficationplans for each jurisdictionby ensuring that
each class description reflects current dutiesand responsibilities, and is supported by arecent job
andyss. Therefore the actua number of new job anayses conducted to provide validity
documentation is a reasonable indicator.

4, Data collection procedure/source:

The number of new job andyses conducted will be updated as each job analysis project is
completed.

5. Frequency and timing of
(&) collection:
Collection of the datawill occur at the completion of each job analys's project.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:
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10.

11.

Each job analys's performed will be counted.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the respongibility of the Classfication Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

The agency hasarespongbility to assurethat loca dvil service boards maintain classificationplans
that accuratdly reflect dutiesand responsibilities of positionsin the classfied service. If this output
indicator demonstrates|ow performance, we are not effectively managingthisfunctionand will need
to evaluate our work methods toward improvemen.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL |
OBJECTIVEI.1

INDICATOR NO. I.1.e

1.

Indicator name:

Percent of class descriptions meeting the criteria of having job andlysis support less than five (5) years

old.
2. Indicator type:
Outcome:
3. Rationde

This performance indicator serves as a benchmark for improvement.
Data collection procedure/source:

Datawill be gathered from the job anadlys's database.

Frequency and timing of

() collection:

Collection of the datawill occur as each job andysisis completed.
(b) reporting:

Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

Number of class descriptions meeting the criteria of having job andysis support less than five (5)
years old divided by tota number of class descriptions.
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10.

11.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the respongibility of the Classfication Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

L ow performanceinthis outcome indicator will indicate that we are not meeting our obligations to

assure thet civil service boards are maintaining current class descriptions and appropriate action
toward improvement will be necessary.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL |
OBJECTIVEI.1

INDICATOR NO. I.1f

1. Indicator name:

Percent of class descriptions with qudification requirements supported by appropriate vdidity
documentation.

2. Indicator type:
Outcome

3. Retionde
Our objective isto improve the vaidity of classfication plans for each jurisdictionby ensuring that
each class description is supported by arecent job andyss. Qudificationrequirementsare a part
of the class description, and are used in employee sdection. Determining the percentage of class
descriptions with vaidated qudification requirements is an indicator of progress toward this
objective.

4, Data collection procedure/source:

Data will be collected upon the completion of new class descriptions containing qudification
requirements supported by vaidity documentation.

5. Frequency and timing of
(&) collection:
Collection of the datawill occur as each class description is revised.
(b) reporting:

Datawill be reported quarterly, or as required by OPB.
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10.

11.

Cdculation methodology:

Number of classdescriptions withvaidated qudificationrequirementsdivided by the total number
of class descriptions.

Definitions of any unclear terms.

Not applicable.

What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responsbility of the Classification Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

Thereare currently 915 individua classes of postionsinthe Municipa Fireand Police Civil Service
Sysgem, each having qudification requirements unique to that class. Since qudification
requirements are used in the employee sdection process it would be prudent to alocate
gppropriate resources to careful validation methodology and documentation.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL |
OBJECTIVEI.1

INDICATOR NO. .19

1. Indicator name:

Percent of standard job andlys's questionnaires revised.

2. Indicator type:

Outcome
3. Retionde:

Percent of standard job analys's questionnaires revised is an indicator of work product.
4, Data collection procedure/source:

Numbers used for caculating this percentage will be gathered from the job andys's database.
5. Frequency and timing of

(&) collection:

Daawill updated as questionnaires are revised.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

Number of standard job andys's questionnairesrevised divided by total number of questionnaires.

Page 47



10.

11.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the respongibility of the Classfication Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

The agency must determine how the workload might be affected by decisions to update existing

questionnaires, or the impact that the development of a new questionnaire may have upon the
turnaround between initiating the job andysis sudy and submitting the class plan description.
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PERFORMANCE INDICATOR MATRIX

GOAL |
OBJECTIVE 1.2

OBJECTIVE.2: By June 30, 2006, improve efficiency of service to locd dvil service boards by
providing timdy recommendations to avil service boards on needed class plan
changes falowing dl job andyses within 90 days of receipt of job andyss
information, and by providing updated class descriptions on changes adopted by
boards within fourteen days of receiving minutes of meeting.

Kind of Indicator Performance Indicator

Input Number of class descriptionsidentified requiring

Indicator No. I.2.a revison following receipt of recent job andysis
informetion.

Output Number of class description recommendations

Indicator No. I.2.b made to loca civil service boards.

Outcome and Efficiency Average number of days between date of receipt

Indicator No. |.2.c of job andyss data and date of recommendation
on class plan change to civil service board.

Outcome and Efficiency Average number of days between receipt of

Indicator No. I.2.d minutes of board meeting identifying changes

adopted to class plan and date on which
completed revisions areforwarded to civil service
board.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL |
OBJECTIVE .2

INDICATOR NO. |.2.a

1. Indicator name:

Number of class descriptions identified requiring revison following receipt of recent job andyss
information.

2. Indicator type:
[ nput
3. Retionde

The number of class descriptions requiring revisons following receipt of recent job analysis
information is a measure of work which needs to be done.

4, Data collection procedure/source:

Data will be maintained in an integrated database which will provide targets for completion of
needed class plan revisons..

5. Frequency and timing of
() collection:
Datawill be gathered following job andysis.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:
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10.

11.

Totaswill be updated as job andyses are completed.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the respongibility of the Classfication Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

| dentifying this number will help the agency determine how best to dl ocate resources to the function
of developing revised class descriptions.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL |
OBJECTIVE .2

INDICATOR NO. 1.2b

1. Indicator name:

Number of class description recommendations made to local civil service boards.

2. Indicator type:

Output
3. Retionde:

Thisisan obvious indicator of work product.
4, Data collection procedure/source:

A count of class descriptions recommended to loca boards will be collected fromthejob andyss
database.

5. Frequency and timing of
(@) collection:

The count of class descriptions recommended to local boardswill be updated as recommendations
are forwarded.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

Totdswill be caculated on an on-going basis.
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10.

11.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the respongibility of the Classfication Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

The agency musgt provide recommendations for updated class descriptions to local avil service
boardsupondetermining changesinassgnmentsof dutiesand responsibilities. A low performance
inthisindicator will demonstrate that we are not being responsive, which may require adjustments
inwork assgnments and/or cross training of other personne in updating class descriptions.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL |
OBJECTIVE .2

INDICATOR NO. 1.2.c

1. Indicator name:

Average number of days between date of receipt of job andyss data and date of recommendation on
class plan change to civil service board.

2. Indicator type:
Outcome and Efficiency
3. Retionde

This indicator will demonstrate an improvement or reduction in our responsiveness to local
jurisdictions in asssing them in maintaining current dass plans.

4, Data collection procedure/source:

As soon asjob analysis datais recelved by the office, the date will be recorded in the database
tracking system. The date on which the proposed class plan change will also be recorded.

5. Frequency and timing of
() collection:
Coallection of thisinformetion will be on-going.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:
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10.

11.

For eachjob andyss, the number of days from receipt of the job andyssinformation (completed
guestionnaires) to the date the recommended class descriptionisforward to the locd civil service
board will be caculated.

Definitions of any unclear terms.

Not applicable.

What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responsbility of the Classification Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

If there is a lengthy period of time between receipt of job analysis data and the date the class

descriptionis proposed, areevauation of the processesinthis area of operations will be necessary
in order to improve efficiency.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL |
OBJECTIVE .2

INDICATOR NO. |.2d

1. Indicator name:

Average number of days between receipt of minutes of board meeting identifying changes adopted to
class plan and date on which completed revisons are forwarded to civil service board.

2. Indicator type:
Outcome and Efficiency

3. Rationde:
Various entities maintain arecord of their locd avil service board’ s classfication plan. In order
to preserve the continuity of these records, the Office of State Examiner maintains the officid copy
of each class description and forwards a copy to each entity following the board' s notification of
the changes in the class description.  The amount of time between the receipt of the board's
notificationinits minutesand the day completed revisons are returned to the board is anindicator
of outcome and efficiency.

4, Data collection procedure/source:
The date on which the minutes of board meeting are received which indicate changes adopted by
the board and the date the completed revisions are forwarded to the board will be entered in the
database tracking system.

5. Frequency and timing of
(a) collection:

Coallection of the datawill be on-going.

(b) reporting:
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10.

11.

Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

The number of days betweenrecei pt of board minutesand the date the completed class description
is forwarded to the board will be calculated.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the respongibility of the Classfication Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

If the time between receipt of board minutes and the date the completed class description is
forwarded is unusudly long, a reevaluation of the processes in this area of operations will be
necessary in order to improve efficiency.
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PERFORMANCE INDICATOR MATRIX
GOAL |1
OBJECTIVE .1

OBJECTIVE 11.1: By June 30, 2006, improve the vaidity of examinations developed by the Office of
State Examiner so that candidates identified as digible will have the knowledge and skills necessary to be
placed in working test period, and so that examinations administered will be legally defensible.

Kind of Indicator Performance Indicator

[nput Number of multi-jurisdictiond promotional

Indicator No. I1.1.a examinations.

Outcome Percent of standard promotional examinations for

Indicator No. I1.1.b whichdocumentary support for score ranking has
been established.

[nput Number of classes targeted for low fiddlity, job

Indicator No. I1.1.c smulaion tesing.

Outcome Number of examination leveds for which low

Indicator No. I1.1.d fiddlity job smulation testing has been developed.

[nput Number of requests for development of loca test

Indicator No. Il.1.e meaterid.

Output Number of tests utilizing the development of loca

Indicator No. 11.1.f test materid.

Outcome and Efficiency Number of chdlenges to where a dvil service

Indicator No. I1.1.9 board, court, or other regulatory entity such asthe
Department of Jugtice or the Equa Employment
Opportunity Commission has found that an
examination, developed and administered by the
OSE wasnotappropriate. (The standard to which
we aspire isto have 0 decisgons finding fault with
our examinations.)
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.1

INDICATOR NO. 1l.1.a

1. Indicator name:

Number of multi-jurisdictiond promotiond examinations.

2. Indicator type:

[ nput
3. Retionde:

If our objective is to develop documentation to support the use of test scores on standard
promotiona examinations for ranking purposes, it is necessary to know that there are currently sx such
examinations in use by the Office of State Examiner.

4, Data collection procedure/source:

The number of multi-jurisdictiona promotiona examinations are counted.
5. Frequency and timing of

(&) collection:

Static, or as changed.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:

We counted the number of multi-jurisdictiona promotiona examinations.
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10.

11.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gatheringof thisperformanceindi cator will be the responsibility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

Some jurisdictions utilize scores on examinaions as a means of establishing the order of promotion

where candidates share identical seniority. It is incumbent upon our office to develop at least
rudimentary support for the scores when used in this manner.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.1

INDICATOR NO. 11.1b

1. Indicator name:

Percent of standard promotiona examinations for which documentary support for score ranking has
been established.

2. Indicator type:

Outcome
3. Retionde

Thisisan obviousindicator of accomplishment.
4, Data collection procedure/source:

Thisindicator will be revised as documentary support for score ranking is devel oped for standard
promotiond examinaions.

5. Frequency and timing of

(&) collection:

As documentary support is devel oped.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

The number of standard promotiond examinations for which documentary support is developed
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divided by the total number of standard promotional examinations.

Definitions of any unclear terms.

What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gathering of this performance indicator will bethe responsibility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Progress toward accomplishing this task will be monitored and adjustments in work assgnments

may be necessary in light of other projects. The management team may aso study the feasibility
of this process for additiona standard examinations which may be developed.
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PERFORMANCE INDICATOR
DOCUMENTATION

GOAL Il
OBJECTIVEIl.1

INDICATOR NO. Il.1.c

1.

Indicator name:

Number of classestargeted for low fiddity, job Smulation testing.

N

Indicator type:

[ nput

Retionde:

Thelowfiddity, job smulation testing method is desirable interms of development, adminigtration
and scoring for higher level promotional examinations. There are currently seven promotiond
classes which may be considered for this form of selection procedure.

Data collection procedure/source:

The number of classestargeted for low fiddity, job Smulation testing is counted.

Frequency and timing of

(&) collection:

Static, or as changed.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

The classes selected for low fidelity, job smulation testing are counted.
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Definitions of any unclear terms.

L ow fiddlity, job smulation tests utilize what appear to be multiple-choice questions, but whichare
actudly gstuaions or problems presented in the question with dternatives for solutions as the
answers. Studies have compared this test Strategy to assessment center components with ahigh
degree of corrdation in the outcome, but for much less expense.

What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gathering of this performance indicator will be therespons bility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

We must evauate feasibility and cost effectiveness of developing, adminigtering and scoring low
fiddlity, job amulation testing as an aternative to other cost prohibitive selection procedures.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.1

INDICATOR NO. I1.1d

1. Indicator name:

Number of examination levels for which low fidelity job smulation testing has been devel oped.

2. Indicator type:

Outcome
3. Retionde:

Thisindicator represents the result of work on developing low fidelity job Smulation tests
4, Data collection procedure/source:

Daawill be collected as examinations are developed.
5. Frequency and timing of

(&) collection:

At the time examinations are devel oped.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

The number of tests developed will be counted.

7. Definitions of any unclear tearms
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Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gatheringof thisperformanceindicator will be the respons bility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decision making and other agency
processes?

Progress toward accomplishing this task will be monitored and adjustments in work assgnments
may be necessary in light of other projects.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.1

INDICATOR NO. I1.1.e

1. Indicator name:

Number of requests for development of locd test materid.

2. Indicator type:
[ nput
3. Rationde:

Thisisan indicator of demand for which work will be done.
4, Data collection procedure/source:
Datawill be collected and tdlied as requests are made.
5. Frequency and timing of
(&) collection:
See above.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:
Requests for development of locd test materids will be counted.

7. Definitions of any unclear tearms
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Locd test materid is defined as any test item devel oped from the operating procedures provided
by the local jurisdictions, such as palicies, rules and regulations, and dispatching procedures.

What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gathering of this performance indicator will bethe responsbility of the Test Deve opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision meking and other agency
processes?

Deveoping new items for testing purposesis labor intensive and requires substantia alocation of

resources. As these requests increase, we will have to evauate their impact upon operationsin
light of other projects and make adjustments accordingly.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.1

INDICATOR NO. I1.1.f

1. Indicator name:

Number of tests utilizing the development of locd test materid.

2. Indicator type:

Output
3. Retionde:

Thisindicator represents work product resulting from requests for the use of loca test materidl.
4, Data collection procedure/source:

The total number will be calculated as tests are devel oped.
5. Frequency and timing of

(&) collection:

See above.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

Tests developed utilizing locd test materid will be counted.
7. Definitions of any unclear terms.
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Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gatheringof thisperformanceindicator will be the respons bility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decision making and other agency
processes?

Progress toward accomplishing this task will be monitored and adjustments in work assgnments
may be necessary in light of other projects.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.1

INDICATOR NO. I1.1.9

1. Indicator name:

Number of chdlenges to where a avil service board, court, or other regulatory entity such as the
Depatment of Justice or the Equa Employment Opportunity Commission has found that an
examination, developed and administered by the OSE was not appropriate. (The standard to which
we aspire isto have 0 decisons finding fault with our examinations.)

2. Indicator type:
Outcome and Efficiency

3. Retionde
If examinations are valid and are devel oped according to applicable professiona standards, we
should have no decisons finding fault with our examinations. Efficiency, therefore, ismeasured by
the absence of such decisions, and our god isto have no adverse decisons.

4, Data collection procedure/source:

At any time a chdlenge is made to an examination, afileisinitiated in our office. A database will
be established to monitor any examinations being chalenged and the outcome.

5. Frequency and timing of
(&) collection:

Data will be entered into the database as examinations are challenged. Astheissueis resolved,
any adverse decisons by the chalenging body will be entered.

(b) reporting:
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Datawill be reported quarterly, or asrequired by OPB.
Cdculation methodology:

Any adverse decisons concerning the vaidity or appropriateness of these examinations shdl be
reported.

Definitions of any unclear terms.

Not applicable.

What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gatheringof this performance indicator will be the responsibility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

When there is a prevailing legd climate that expands the norma amount of chalenges to
examingaions, or when some part of our validation and examination development process comes
under close scrutiny by one of the regulatory bodies, it might be prudent to alocate additiona
resources to the careful methodology utilized in the examination devel opment process.
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PERFORMANCE INDICATOR MATRIX

GOAL Il
OBJECTIVE 1.2

OBJECTIVEII.2: To continue providing examination scoresto loca civil service boardswithin 120 days
from receipt of exam request despite an anticipated 50% increase in number of jurisdictions to which the
system will gpply by June 30,2006.

Kind of Indicator Performance Indicator
Input Number of examination requests.
Indicator No. I1.2.a
Outcome and Efficiency: Number of days fromdate of examination request
Indicator No. I1.2.b to date scores are mailed.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVE 1.2

INDICATOR NO. 11.2.a

1. Indicator name:

Number of examination requests.

2. Indicator type:
[ nput

3. Rationde:
If our objective isto maintain our current turnaround despite aSgnificant increaseinour customer
base, our ability torespond to this chalengeisdirectly influenced by the number of exam requests
whicharereceivedinthis office. Therecept of the examrequest iswhat initiatesthe flow of work
related to examinations through the office.

4, Data collection procedure/source:
Examrequestsarereceived from the loca civil service boards ether by telephone, by letter, or as
indicated inthe minutes of the board. As soon asthe request is received in this office, aworkload
tracking record isinitiated. Each test requested for each jurisdiction iscounted as aseparate exam
request.

5. Frequency and timing of
(&) collection:

Daais entered daly into the workload tracking system as the examination requests are received
from the locdl civil service boards. Overdl talies are computed prior to reporting periods.

(b) reporting:
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Datawill be reported quarterly, or asrequired by OPB.

Cdculation methodology:

Each test requested for each jurisdiction is counted as a separate exam request. Our workload
tracking database for exam requests is organized by jurisdiction and date. A separate fied
indicates the number of exam requests for that dete, so that the total may be computed from the
index page.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performanceindi cator will bethe responsibility of the Test Development Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

Management carefully evauates the volume of examination requests being received a any given
timeinorder to assurethat agency remains responsive to the needs of the locdl jurisdictions. A high
demand for examinations has a direct impact upon the exam devel opment process requiring the
alocation of additional resources.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVE 1.2

INDICATOR NO. 11.2.b

1. Indicator name:

Number of days from date of examination request to date scores are mailed.

2. Indicator type:
Outcome and Efficiency

3. Rationde:
Our objective isto continue providing examination scores to locd avil service boards within an
established time frame despite a ggnificant increase in the number of jurisdictions, so thisis an
obvious indicator of both outcome and efficiency.

4, Data collection procedure/source:
Exam requedts are received from the locd civil service boards ether by telephone, by |etter, or as
indicated inthe minutesof the board. As soon as the request is received in this office, aworkload
tracking record isinitiated. An entry is so made to indicate the date on which the grades were
mailed.

5. Frequency and timing of
(a) collection:

Datawill be entered a the time the grades are mailed. Overdl computations will be made at the
time the datais reported.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
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Cdculation methodology:

For each te<t, the number of days fromreceipt of examinationrequest to mailing of grades to local
civil service boards will be caculated.

Definitions of any unclear terms.

Not applicable.

What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gaheringof this performance indicator will be the respons bility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

If wefail to maintain the time required for this process, the management team needs to reevauate
each step in the process, and determine how we might improve our efficiency.
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PERFORMANCE INDICATOR MATRIX

GOAL Il
OBJECTIVEII.3

OBJECTIVE 11.3: By June 30, 2006, to complete a mgor andyss of dl Fire Prevention and Fire
Investigetion classes statewide (approximately 12 class titles) and develop standard, multi-jurisdictiona
examinations for use in as many levels Satewide as possble.

Kind of Indicator Performance Indicator
Input Number of Fire Prevention classes targeted for
Indicator No. I1.3.a multi-jurisdictiona test development.
Output Number of Fire Prevention vdidation projects
Indicator No. I1.3.b completed.
Outcome & Efficiency Number of chalengeswhere acivil serviceboard,
Indicator No. I1.3.c court, or other regulatory entity such as the

Department of Judtice or the Equa Employment
Opportunity Commisson has found that an
examination in the Fire Prevention series was not
appropriate. (The standard to which we aspireis
to have O decisons finding fault with our
examinaions.)
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVE 1.3

INDICATOR NO. 11.3.a

1. Indicator name:

Number of Fire Prevention classes targeted for multi-jurisdictiond test development.

2. Indicator type:
[ nput

3. Rationde:
Experience indicates that there are many amilarities in the duties and respongibilities assigned to
the various positions of Fire Prevention classes across jurisdictions. Some may be so smilar that
they may be grouped together for testing purposes, dlowing one examinaionto be devel oped for
use in multiple juridictions. In order to determine which classes might be grouped in such a
manner, we mugt firg identify al Fire Prevention classes.

4, Data collection procedure/source:

The number of Fire Prevention classes targeted for multi-jurisdictiona test development will be
gathered from the indices of classtitles.

5. Frequency and timing of
(@) collection:

Fire Prevention classes will be counted and recorded prior to beginning the job andyss project
of dl Fire Prevention classes.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
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Cdculation methodology:

The number of al Fire Prevention classes will be tallied.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the respongibility of the Classfication Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

Thereis an economy of scale intest environmentswherethe job dutiesacrossjurisdictions for the
same class title are so smilar that the use of the same examination may be desirable. The
smilarities may beso commonasto warrant a study to determine if standardi zation may be a cost-
effective dternative to developing severd examinations customized for individua jurisdictions.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVE 1.3

INDICATOR NO. 11.3b

1. Indicator name:

Number of Fire Prevention validation projects completed.

2. Indicator type:
Output
3. Rationde:

In order to administer tandard examinations for use in jurisdictions statewide, it is necessary to
develop supporting vaidation documentation.

4, Data collection procedure/source:

Completion of the work will be indicated by agency vdidation reports and entered into the job
andyss tracking system.

5. Frequency and timing of
(&) collection:
Collection of the datawill occur as validation projects are completed.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

Specific vaidation projects completed will be counted and named.
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Definitions of any unclear terms.

A vdidation sudy is the process of insuring that examinations are job related and mesasure what
they purport to measure. Content vaidity of an examination is demonstrated by the method used
to develop the test. It is based onajob andyssthat identifiescritical tasks performed on the job,
then determineswhat knowledge, skills and ahilities (K SAs) are necessary inorder to perform the
critical tasks. Thetest developed under acontent validity strategy should be designed around these
identified KSAs that are linked to critical tasks performed on the job. To determine the criterion
related vaidity of an examination, on the other hand, one must compare the performance on the
examination with some objective measure of success on the job for acontrol group. The resulting
validity coefficient is actudly a corrdation coefficient of these two variables.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who isresponsible for data collection and quality:

Gathering of this performance indicator will be the respongibility of the Classfication Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

The number of Fire Prevention vdidation projects completed will determine the number of
sandard, multi-jurisdictional examinations which will have to be congtructed. Thiswill dso drive
the development of new items for use in the examinations. The agency will have to evauate how
best to integrate and accomplish this additional work while meeting other workload demands.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVE 1.3

INDICATOR NO. I1.3.c

1. Indicator name:

Number of chalenges where acivil service board, court, or other regulatory entity such asthe
Department of Judtice or the Equal Employment Opportunity Commission has found that an
examination in the Fire Prevention series was not gppropriate. (The standard to which we aspireis
to have 0 decisons finding fault with our examinaions))

2. Indicator type:
Outcome and Efficiency

3. Retionde
If examinations are valid and are devel oped according to applicable professiona standards, we
should have no decisons finding fault with our examinations. Efficiency, therefore, ismeasured by
the absence of such decisions, and our god isto have no adverse decisons.

4, Data collection procedure/source:

At any time a chdlenge is made to an examination, afileisinitiated in our office. A database will
be established to monitor any examinations being chalenged and the outcome.

5. Frequency and timing of
(&) collection:

Data will be entered into the database as examinations are challenged. Astheissueis resolved,
any adverse decisons by the chalenging body will be entered.

(b) reporting:
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Datawill be reported quarterly, or asrequired by OPB.
Cdculation methodology:

Any adverse decisons concerning the vaidity or appropriateness of these examinations shdl be
reported.

Definitions of any unclear terms.

Not applicable.

What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gatheringof this performance indicator will be the responsibility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

When there is a prevalling legd climate that expands the norma amount of chalenges to
examinations, or when some part of our vadidation and examination development process comes
under close scrutiny by one of the regulatory bodies, it might be prudent to alocate additiona
resources to the careful methodology utilized in the examination development process.

Page 84



PERFORMANCE INDICATOR MATRIX

GOAL Il
OBJECTIVEIl.4

OBJECTIVE 11.4: Improve qudity of examingions and efficiency of exam preparation by conducting &
comprehensive review and update of dl 11,000+ test questions in OSE database from which tests are
drawn by June 30, 2006.

Kind of Indicator Performance Indicator
Input Number of test questionsin item bank.
Indicator No. I1.4.a
Output Number of test items reviewed and removed from
Indicator No. I1.4.b item bank.
Output Number of test items updated or revised.
Indicator No. 11.4.c
Output Number of test items researched and sourced to
Indicator No. I1.4.d new reference edition.
Output Number of new test items written to satisfy
Indicator No. I1.4.e requirements of examination plans.
Outcome and Efficiency Number of test questions which must be removed
Indicator No. 11.4.f during the grading process due to problems with

item construction or source.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.4

INDICATOR NO. I1.4a

1. Indicator name:

Number of test questions in item bank.

2. Indicator type:
[ nput
3. Rationde:

The number of test questions inthe itembank represents a measure of the magnitude of the project.
4, Data collection procedure/source:

The totd number of test questions in the item bank will be compiled.
5. Frequency and timing of

(&) collection:

A running tally will be maintained of items that are developed or ddeted from the item bank.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

The tota will be caculated for each reporting period fallowing dl additions and deletions to the
item bank.
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Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gatheringof thisperformanceindi cator will be the responsibility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

The number of test questions in the item bank demongtrates the magnitude of the chalenge to
maintain viable test maerias and the need to assure that test questions comply with technical
standards for item congruction. Developing examinations from an item bank that includes
outdated, unsourced or poorly performing items reduces efficiency in exam development, and
affects the qudity of the examinations.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.4

INDICATOR NO. 11.4b

1. Indicator name:

Number of test items reviewed and removed from item bank.

2. Indicator type:

Output
3. Retionde:

Thisis an obvious indicator of work product associated with the objective.
4, Data collection procedure/source:

Daawill be collected astest questions in the item bank are reviewed and removed.
5. Frequency and timing of

(&) collection:

Datawill be updated as often asitems are reviewed and removed.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

A running totd of ddeted itemswill be maintained.

7. Definitions of any unclear tearms
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Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gatheringof thisperformanceindicator will be the respons bility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decision making and other agency
processes?

A low vdue for this performance indicator may indicate that staff may be neglecting this function
or may need additiond training with emphass on the principles of item writing, or that other
projects may be taking precedence. In either case, management must take the necessary stepsto
assure that this work is accomplished.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.4

INDICATOR NO. Il .4.c

1. Indicator name:

Number of test items updated or revised.

2. Indicator type:

Output
3. Retionde:

Thisis an obvious indicator of work product associated with the objective.
4, Data collection procedure/source:

Datawill be collected as test questions in the item bank are updated or revised.
5. Frequency and timing of

(&) collection:

Datawill be updated as often as items are updated or revised.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

A running totd of updated or revised items will be maintained.

7. Definitions of any unclear tearms
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Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gatheringof thisperformanceindicator will be the respons bility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decision making and other agency
processes?

A low vdue for this performance indicator may indicate that staff may be neglecting this function
or may need additiond training with emphass on the principles of item writing, or that other
projects may be taking precedence. In either case, management must take the necessary stepsto
assure that this work is accomplished.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.4

INDICATOR NO. I1.4d

1. Indicator name:

Number of test items researched and sourced to new reference edition.

2. Indicator type:
Output
3. Retionde:
Questionsdevel opedfor use on multiple choicetests are sourced to text whichare currently inprint
and which are generdly recognized as authoritetive in the subject matter for which theitems are
intended to measure knowledge, ills or abilities. Those items which cannot be sourced to
recognized text are ddeted from the item bank.
4, Data collection procedure/source:
Datawill be collected as test questions in the item bank are successfully sourced.
5. Frequency and timing of
(@) collection:
Datawill be updated as often as items are successfully sourced.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:
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A running total of successfully sourced items will be maintained.
Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gathering of this performance indicator will bethe responsibility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

A low vduefor this performance indicator may indicate that staff may be neglecting this function,

or that other projects may be taking precedence. In ether case, management must take the
necessary steps to assure that this work is accomplished.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.4

INDICATOR NO. I1.4.e

1. Indicator name:

Number of new test items written to satisfy requirements of examination plans.

2. Indicator type:
Output
3. Retionde:
New test questions must be developed in order to maintain a sufficient quantity of different items
with which to measurejob knowledge. This enables test developers to congtruct aternate forms
and reduces familiarity with test materids which may be obtained from the frequent use of test
items.
4, Data collection procedure/source:
Datawill be collected as new test questions are added to the item bank.
5. Frequency and timing of
(@) collection:
Datawill be updated as often as new items are added to the item bank.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:
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A running total will be kept of new items added to the item bank.
Definitions of any unclear terms.

Not applicable.

What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for data collection and quality:

Gathering of this performance indicator will be therespons bility of the Test Devel opment Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

The mgority of examinations developed by the agency are customized for individud jurisdictions,
and frequently necessitate the development of new test items. Researchand development of new
test items is a time consuming endeavor which requires a Sgnificant dedication of personnel
resources, including upper management personne for the review and gpprova process.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL Il
OBJECTIVEIl.4

INDICATOR NO. I1.4.f

1. Indicator name:

Number of test questionswhichmust be removed during the grading process due to problems withitem
construction or source.

2. Indicator type:
Outcome and Efficiency
3. Rationae:
Although every effort is made prior to the adminidiration of an examination to avoid the induson
of unacceptable test items, some do escape the review and proofing process. Itemswhich have
been found to be faulty during the grading process must beimmediately revised or removed from
theitem bank. (Such items are not included in the scoring process.)
4, Data collection procedure/source:
Daawill be collected as the test questions are revised or removed from the item bank.
5. Frequency and timing of
(&) collection:
Datawill be updated as often as items are revised or added to the item bank.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:
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A running total will be kept of items thet are revised or removed from the item bank.
Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gatheringof thisperformanceindi cator will be the responsibility of the Test Development Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

Items which are found to be faulty during the grading process mugt be immediately revised or
removed from the item bank. The management team must be condantly vigilant in evaluating the
test devel opment and itemdeve opment processes and dedicating appropriate additional resources
to these processesin order to assure that examinations are of the highest quality.
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PERFORMANCE INDICATOR MATRIX

GOAL I11
OBJECTIVEIII.1

OBJECTIVEIII1.1: To provideinitid orientation by June 30, 2006, to loca governing authoritiesin27 new
juridictions to which the system applies concerning the requirements of Municipa Fire and Police Civil
Sarvice Law, and asssting such entities in establishing civil service boards.

Kind of Indicator Performance Indicator

Input Number of potentid jurisdictions identified as

Indicator No. I1l.1.a mesting the criteria for establishing advil service
sysem.

Output Number of potentid jurisdictions withwhominitia

Indicator No. I11.1.b orientation has been completed.

Outcome Percentage of jurisdictions identified as meeting

Indicator No. I11.1.c gpplicability requirements for incluson in system
for whom initid orientation has been completed.

Outcome and Efficiency Number of new jurisdictions added for whom

Indicator No. I11.1.d boards have been sworn in.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIII.1

INDICATOR NO. Ill.1.a

1. Indicator name:

Number of potentid jurisdictions identified as meeting the criteria for establishing aavil service system.

2. Indicator type:

[ nput
3. Rationde:

TheOfficeof State Examiner isrequired to assst and cooperate inan advisory capacity thevarious
authorities, departments, officers, and employees of the municipdlities, parishes and fire protection
digtricts regarding the duties and obligations imposed upon them by the provisons of civil service
law. In order to gppropriatdy fulfill this obligation, we mugt firgt identify al jurisdictions which
potentialy meet the criteriafor compliance, performany necessary research, and establish contact
with gppropriate authorities, dl of which is very labor intensve.

4, Data collection procedure/source:
The number of potentid jurisdictions obtained from a variety of sources induding other state
departments or agencies, direct contact from locd offidds and employees, news aticles, and
webgte information will be maintained in a database tracking system.

5. Frequency and timing of
(@) collection:
A database tracking systemwill be maintained of dl jurisdictions which potentidly meet the criteria

for establishing a civil service sysem. As new civil service boardsare swornin, thesejurisdictions
will be removed from this database.
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(b) reporting:

Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:

Thetotd of potentid jurisdictions will be maintained on an ongoing basis.

Definitions of any unclear terms.

A potentid jurisdictionisamuniapdity, parishor fire protectiondistrict whichisnot currently under
the Municipa Fireand Police Civil Service System, but which meets the popul ation requirements
and/or employs full-time paid personnd.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will betherespons bility of the Test Development Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

The number of potential jurisdictions identified as meeting the criteria for establishing aavil service
system represents present work as well as the immediate future growth of the classified service.
Work involvedinresearchingand identifying potentid jurisdictions is labor intensve and requires
specific dedication of time and energy of the agency’s administration and the resources of the
Personnel Management divison. As jurisdictions are added, the workload will shift and to the
Classfication and Test Devdopment divisons.  The management team must plan for the
unavoidable increase in workload throughout its operations in order to maintain productivity,
including the addition of positions to the table of organization.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIII.1

INDICATOR NO. I11.1.b

1. Indicator name:

Number of potentid jurisdictions with whom initid orientation has been completed.

2. Indicator type:

Output
3. Retionde:

This output indicator is an obvious measure of accomplishment toward satisfying this objective.
4, Data collection procedure/source:

Thistotd will be maintained in a database tracking system for potentid jurisdictions and updated
as officids are contacted and provided initid orientation.

5. Frequency and timing of
() collection:
Datafor this performance indicator will be updated asinitid orientations are provided.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

All initid orientations provided potentia jurisdictions will be recorded and counted.
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Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responshbility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Esablishing contact with potentid jurisdictions and providing initid orientation to loca officias
requires asignificant alocation of time, travel, and personne resources.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIII.1

INDICATOR NO. I11.1.c

1. Indicator name:

Percentage of jurisdictions identified as meeting gpplicability requirements for incluson in sysem for
whom initid orientation has been completed.

2. Indicator type:
Outcome
3. Rationde

The percentage of jurisdictions for whom initid orientation has been completed is a measure of
work accomplished.

4, Data collection procedure/source:

Data will be maintained as orientations are completed and percentages caculated for reporting
periods.

5. Frequency and timing of
() collection:
Datawill be collected as orientations are compl eted.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:
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Number of jurisdictions identified as mesting gpplicability requirements for incluson in systemfor
whom initid orientation has beencompleted divided by the total of dl such identified jurisdictions.

Definitions of any unclear terms.

Not applicable.

What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responghility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

This indicator is useful in planning any necessary follow-up support for potential and newly
edtablished civil service systems.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIII.1

INDICATOR NO. 111.1d

1. Indicator name:

Number of new jurisdictions added for whom boards have been sworn in.

2. Indicator type:
Outcome and Efficiency
3. Rationde:

Making new jurisdictions operationd is adirect out-growth of adminidrative support offered by
the Office of State Examiner.

4, Data collection procedure/source:
Agency records are updated as new jurisdictions are added.
5. Frequency and timing of
() collection:
Datawill be collected as the jurisdictions are added to the system.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

The number of new jurisdictions will be added.
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Definitions of any unclear terms.

Juridiction refers to the municipdity, parishor fire protection district to which the Municipa Fire
and Police Civil Servicesystembecomes gpplicable, and who are either inthe devel opmenta stage
or have civil service boards aready sworniin.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responshility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

The number of new jurisdictions represents an increase in the Sze of the system that will have

impact onthe budgetary and planning processes, i.e., more jurisdictions represents more necessary
resources.
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PERFORMANCE INDICATOR MATRIX

GOAL I11
OBJECTIVE I1l.2

OBJECTIVE I11.2: To improve service to jurisdictions through timely support to those involved in the
operation of the system &t the locd leve through telephone support, correspondence, seminars, individud
orientation sessions, and revised training materids with interactive components, by June 30, 2006.

Kind of Indicator Performance Indicator
Input Number of telephone inquiries received.
Indicator No. I11.2.a
Efficiency Percent of telephoneinquiries handled within
Indicator No. I11.2.b twenty-four hours.
Input Number of written requests for guidance.
Indicator No. I11.2.c
Efficiency Percent of written requests for guidance handled
Indicator No. I11.2.d within twenty-one days.
Input Number of civil service minutes reviewed.
Indicator No. I11.2.e
Output Number of newdetters published per year.
Indicator No. I11.2.f
Outcome Number of individuas trained through seminars
Indicator No. I11.2.g or individud orientation.
Qudity Percentage of seminar attendees rating training
Indicator No. I11.2.h asinformative and helpful.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIl.2

INDICATOR NO. Il1.2.a

1. Indicator name:

Number of telephone inquiries received.

2. Indicator type:
[ nput
3. Rationde:

The Office of State Examiner responds to numerous tel ephone inquiriesfromthroughout the State
onany givenworkday, and it isthrough this means that the mgority of support is provided to those
involved in the operation of the system. The number of telephone inquiries received is a direct
measure of work performed.

4, Data collection procedure/source:
Personnel who are specifically designated to provide advice and guidance are assigned specialy
equipped teephone equipment. Data will be collected from a display on each telephone set, and
recorded. Totalsfrom each set will be added weekly.

5. Frequency and timing of
(a) collection:

Data will be collected as telephone inquiries are received, and totaled on a daly basis. Agency
totals derived from each telephone set will be tabulated weekly.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
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Cdculation methodology:

Teephoneinquiries will be added.

Definitions of any unclear terms.

Not gpplicable

Wheat aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gathering of data for this performance indicator will be the responsbility of the Personnd
Management Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decision making and other agency
processes?

It is helpful to know the extent to which we are providing telephone support to jurisdictions, and
tracking the number of telephone inquiries is useful for planning purposes. If a certain individua
is receiving an inordinate number of calls, this may have an affect upon that person’s productivity,
and steps may be taken to spread the calls equaly among others. Also, a high or low valume of
calsrecorded for specific times of the year may be useful for project planning.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIl.2

INDICATOR NO. I11.2.b

1. Indicator name:

Percent of telephone inquiries handled within twenty-four hours.

2. Indicator type:
Effidency
3. Rationde:

The percent of telephone inquiries handled within twenty-four hoursisameasureof responsiveness
and is areasonable indicator.

4, Data collection procedure/source:

The datawill be collected from adaily taly of telephone inquiriesfor whicha call-back was made.

5. Frequency and timing of

(&) collection:

The datawill be collected dally.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

The number of call-backs within twenty-four hours divided by the tota number of inquiries
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requiring a call-back.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responshility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

A high percentage for this indicator represents efficiency and responsiveness, whereas a low
percentage indicates an area of our operations which would require corrective action.
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PERFORMANCE INDICATOR
DOCUMENTATION

INDICATOR NO. I11.2.c

1.

Indicator name:

GOAL I11
OBJECTIVEIl.2

Number of written requests for guidance.

N

Indicator type:

[ nput

Rationde:

The Office of State Examiner responds to many written requests for guidance during any given
workweek. Because suchrequests usudly ded with policy or the gpplication of civil service law,
only those in upper management are designated to respond. The number and scope of these
requests are such that they frequently require a Significant dedication of time and effort.

Data collection procedure/source:

The datawill be collected and recorded in a database tracking systemasrequestsare received by

mall or by fax.
Frequency and timing of
(&) collection:

Datawill be collected as requests are received.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.

Cdculation methodology:
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The number of written requests received in our office will be added.
Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responshility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

Agency management responds to written requests only in writing, which often involves complex
subject matter. Inasmuch as this indicator is representative of actud work, management must
consder the impact that written responses have upon productivity in order to remain responsve
through effective planning and prioritization .
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIl.2

INDICATOR NO. 111.2d

1. Indicator name:

Percent of written requests for guidance handled within twenty-one days.

2. Indicator type:
Effidency
3. Rationde:

The percent of writteninquiries handledwithintwenty-one daysis a measure of responsvenessand
is areasonable indicator.

4, Data collection procedure/source:

The data will be collected fromadatabase tracking system for written inquiries for which written
responses were prepared.

5. Frequency and timing of
(&) collection:
As responses to written inquiries are prepared and sent.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

The number of written responses prepared and sent within twenty-one days divided by the total
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number of written inquiries.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responshility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

Inasmuch asthisindicator is representative of actua work, management must consder the impact

that written responses have upon productivity in order to remain responsive through effective
planning and prioritization .
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIl.2

INDICATOR NO. I11.2.e

1. Indicator name:

Number of civil service minutes reviewed.

2. Indicator type:
[ nput

3. Rationde:
A primary means of asssting locd civil service boards and gppointing authoritiesin the operation
of the avil service system at the local leve isthough a diligent review of the minutes of the avil
sarvice board meetings from each jurisdiction. When problems are noted, contact is made with
appropriate local personnd viatelephone or letter so that corrective action might be taken.

4, Data collection procedure/source:
Each st of minutes received by the Office of State Examiner islogged into a computer database
as soon as it is received in the office, dong with the date of receipt. Review of the minutes is
generdly accomplished withinaweek of receipt so that we might offer timey advice as necessary.
The totd of minutes received will be talied at the concluson of the reporting period.

5. Frequency and timing of
(&) collection:

Datawill be gathered dally as the minutes of the medtings are processed. The overd| totd will be
compiled & the time of reporting.

(b) reporting:
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Datawill be reported quarterly, or as required by OPB.
Cdculation methodology:

See above.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responshbility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

We carefully track the minutes received from each jurisdiction and follow up with loca offidds
whennone have beenreceived over an extended period of time. Reviewing theminutesof theloca
avil service boardsis an extremey cost effective tool inmonitoring and providing needed guidance
on the operation of the systemat the local level. The aggregate of al board minutes received and
reviewed isindicative, onanindirect level, of the amount of adminigtrative support necessary inthe
locd areas. If we become unable to keep up withthistask inatimdy manner, it will be necessary
to reevauate our priorities and alocation of resources accordingly.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIl.2

INDICATOR NO. I11.2f

1. Indicator name:

Number of newdetters published per year.

2. Indicator type:
Output

3. Rationde:
The agency newdetter is a means by whichinformationabout the Municipa Fire and Police Civil
Service is disseminated and helps to maintain and improve administrative support to the local
jurisdictions.

4, Data collection procedure/source:

A tdly of dl newdetters published will be maintained on an annud basis and maintained in a
database tracking system.

5. Frequency and timing of
() collection:
See above.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:
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The count of dl newdetters published per year will be maintained.
Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responshility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

The newdetter is published and distributed to avil service board members and board secretaries,
department chiefs, and various loca authorities. Its purpose is to provideinformationabout legdl
changes impacting the system, advise of new developmentsin the Office of State Examiner, and
to offer answers to frequently asked questions. If we are unable to produce the newdetter, this
information will not be as effectively disseminated, and will require the agency to provide this
information by other means.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIl.2

INDICATOR NO. 111.2.9

1. Indicator name:

Number of individuds trained through seminars or individuad orientation.

2. Indicator type:
Outcome

3. Rationde:
Training seminarsprovide direct hands-ontraining for locd officds charged withadminigering the
systemat theloca leve, and is adirect measure of adminigtrative support offered by the Office of
State Examiner.

4, Data collection procedure/source:

Data will be collected as the seminars and individual orientation are conducted and will be
maintained in an attendance log.

5. Frequency and timing of
() collection:
See above.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:
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The total number of individuas attending seminars and individua orientation during the reporting
period will be counted.

Definitions of any unclear terms.

Not applicable.

What aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Gathering of this performance indicator will be the responghility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

The number of individuds attending seminars and individud orientation will be useful in planning
future training ventures.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIl.2

INDICATOR NO. I11.2.h

1. Indicator name:

Percentage of seminar attendees rating training as informative and helpful.

2. Indicator type:
Quadlity
3. Rationde:

Itisvduablefor planning futuretraining programs to obtain anideaof the strengths and weaknesses
of those programs.

4, Data collection procedure/source:

Attendees will be asked to complete brief evaluation questionnaires, from which this detawill be
collected.

5. Frequency and timing of

(&) collection:

Upon completion of each seminar.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

Totadswill becdculated for various levds of satisfaction from which percentages will be derived.
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Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responshbility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

The Office of State Examiner will use the informationfromthesesurveysto improve and planfuture
seminars.
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PERFORMANCE INDICATOR MATRIX

GOAL I11
OBJECTIVE I11.3

OBJECTIVE 111.3: To reduce the percentage of Personnel ActionForms (PAFs) whichmust be returned
to local juridictions to 4.00% by June 30, 2006, through training of local personne and interactive
computer based tutorid to facilitate correct personnel actions.

Kind of Indicator Performance Indicator
Input Number of personne action forms received.
Indicator No. 111.3.a
Output Number of personnd action forms reviewed for
Indicator No. I11.3.b compliance with civil service law.
Outcome Number of personnd action forms returned to
Indicator No. I11.3.c jurisdictions for correction.
Efficiency Tota number of PAFs returned divided by total
Indicator No. I11.3.d received.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVE I11.3

INDICATOR NO. I11.3.a

1. Indicator name:

Number of personne action forms received.

2. Indicator type:
[ nput
3. Rationde:

The Office of State Examiner reviews personnd actions reported on these forms for compliance
with provisons of avil service law, and, when necessary, provide advisory feedback to the civil
sarvice boards and appointing authorities so that appropriate corrective action may be taken.
4, Data collection procedure/source:
A log is kept of personnd action forms as they are received in this office.
5. Frequency and timing of
(&) collection:
The personne action forms are logged in asthey are received.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:

Thetotal of personne actionforms received for agivenperiod of time will be tabulated prior tothe
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reporting period.

Definitions of any unclear terms.

The personne action form is a vehicle created by the Office of State Examiner by which the
gopointing authorities may report personnd actions in a standard format to loca avil service
boards. Thelocd avil service boards, inturn, report the personnel actions to this office. Personnel
actions reported onthese forms include, but are not limited to gppointment, promotion, demotion,
suspension, termination, and leaves of absence

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responshbility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

The number of personnd action forms received by this office continues to increase. We must
continue to look at the dlocation of personnd to the function of reviewing and processing the
personnel action forms, or explore other dternatives such as automation through scanning

capabilities.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVE I11.3

INDICATOR NO. I11.3.b

1. Indicator name:

Number of personne action forms reviewed for compliance with civil service law.

2. Indicator type:
Output
3. Rationde:

Oncethe personnd actions are reported viathe personne actionform, personne withinthe Office
of State Examiner review the actions teken vis-a-vis civil service law.

4, Data collection procedure/source:

When personne action forms are reviewed, the information is entered into a database.
5. Frequency and timing of

() collection:

Datais entered into the database at the time of review.

(b) reporting:

Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

The number of personnd action forms reviewed will be an aggregate of those found to be in
compliance with civil service law and those which found to be not in compliance and which must
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be returned to the local civil service board for corrective action.
Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responshility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison meking and other agency
processes?

Aswe are a very amd| office, only one person is generdly responsible for this critica function.
However, it is sometimes necessary to divert personnd assigned to the functionto other projects,
which causes a backlog in unprocessed forms. When the number forms processed fails to keep
pace with the number received, we must be prepared to redign duties and cross-train other
personnel as necessary so that this critica functionis not delayed past the point whentimely advice
will be vauable to those a the locd level.

Page 128



PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVE I11.3

INDICATOR NO. I11.3.c

1. Indicator name:

Number of personnel action forms returned to jurisdictions for correction.

2. Indicator type:
Outcome

3. Retionde:
The reason for reviewing the personnel action forms is to provide a check that the personnel
actions made at the local leve are done incompliancewithcivil servicelaw. The personnd actions
returned indicate that the system is not operating at the locd leve asit should.

4, Data collection procedure/source:
A log is kept of personnd action forms returned to the jurisdictions.

5. Frequency and timing of
(&) collection:

A logis kept of personnel action forms returned to local civil service boards for corrective action
a the time the from is returned.

(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:
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10.

11.

The number of personne action forms returned by jurisdiction istallied for an overdl totd.
Definitions of any unclear terms.

Not applicable.
What aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.
Who is responsible for data collection and quality:

Gahering of this performance indicator will be the responghility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

We are atempting to improve the error rate through education and training of personne at thelocal

levd. The number of forms returned, and the reasons therefor, should guide our future education
efforts.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVE I11.3

INDICATOR NO. 111.3d

1. Indicator name:

Tota number of PAFs returned divided by tota received.

2. Indicator type:
Effidency
3. Retionde:
Our objective is to educate those responsible for operating the system at the local leve so that a
gmdller percentage of personndl actionforms must be returned for corrective action. It istherefore
goppropriate to examine the percentage of forms returned as an indicator of efficiency.
4, Data collection procedure/source:
Explained in prior indicator.
5. Frequency and timing of
(&) collection:
Datafor thisindicator will be computed at the time of reporting.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.

6. Cdculation methodology:

Sdf explanatory.
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10.

11.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:
No aggregations or disaggregation of the indicator are needed.
Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responshbility of the Personne Management
Manager.

Limitations of the indicator:
There do not appear to be sgnificant limitations for this indicator.

How is this performance indicator used in management decison making and other agency
processes?

Our eficiencyintraining the personnd at the loca level is measured by thisindicator. If wearenot

improving the manner in which personnd actions are made and reported in accordance with civil
service law, we need to reexamine our training efforts and make changes as needed.
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PERFORMANCE INDICATOR MATRIX

GOAL I11
OBJECTIVEIIIl .4

OBJECTIVE I11.4: Toincrease service to juridictions and to gpplicants for employment in the system
through the e-government concept by adding onling, interactive servicesinten(10) areas by June 30, 2006.

Kind of Indicator Performance Indicator
Input Number of informationd categories on agency
Indicator No. I11.4.a website.
Output Number of new informationa categories added
Indicator No. I11.4.b to website.
Output Number of vigitors (hits) to webste.
Indicator No. I11.4.c
Outcome Percent increase in informational categories on
Indicator No. I11.4.d website.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIIIl .4

INDICATOR NO. Ill.4a

1. Indicator name:

Number of informationd categories on agency webste.

2. Indicator type:
[ nput
3. Rationde:

Offering information on the agency website is a method of utilizing e-government technology to
expand services and support to loca jurisdictions.

4, Data collection procedure/source:

The agency web support specidist will maintain an up-to-date lig of the available informationa
categories.

5. Frequency and timing of
(&) collection:
Datawill be collected as often as the website is updated.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

The totd number of informationa categories will be counted.
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10.

11.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gethering of this performance indicator will be the responsibility of the Classification Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

Informational categories posted to the agency’s website provides a cost-effective service to
persons seeking specific information. This promotes productivity of personnel who may otherwise
be required to respond to routine telephone cdls or letters of inquiry, and frees time for other

necessary tasks.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIIIl .4

INDICATOR NO. I11.4.b

1. Indicator name:

Number of new informationa categories added to webste.

2. Indicator type:
Output
3. Rationde:

New informationd categories added to the webste improves the adminidrative support to loca
jurisdictions.

4, Data collection procedure/source:
See previousindicator.
5. Frequency and timing of
() collection:
This datawill be added as new categories are added to the website.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:

The total number of categories added to the website will be counted.
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10.

11.

Definitions of any unclear terms.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gethering of this performance indicator will be the responsibility of the Classification Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decison making and other agency
processes?

See previous performance indicator.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIIIl .4

INDICATOR NO. I1l.4.c

1. Indicator name:

Number of vigtors (hits) to webdte.

2. Indicator type:
Output
3. Retionde:
Thisindicator isameasure of the usefulness of the website and its val ue as a source of information.
4, Data collection procedure/source:
Data will be collected from a counter imbedded in the website.
5. Frequency and timing of
(&) collection:
Data will be collected and counted each time the website is accessed.
(b) reporting:
Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:
The totd number of vigtors (hits) will be counted.

7. Definitions of any unclear tearms
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10.

11.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responsibility of the Classfication Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decision making and other agency
processes?

Thisindicator will be helpful in planning future website categories.
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PERFORMANCE INDICATOR
DOCUMENTATION
GOAL I11
OBJECTIVEIIIl .4

INDICATOR NO. 111.4d

1. Indicator name:

Percent increase in informationa categories on website,

2. Indicator type:

Outcome
3. Retionde:

Thisindicator isameasure of improvement in providing on-line adminigtrative support.
4, Data collection procedure/source:

The agency web support specidist will maintain an up-to-date count of the avallable informationa
categories, and determine the percentage increase.

5. Frequency and timing of
(@) collection:

Datawill be updated as informational categories are added.
(b) reporting:

Datawill be reported quarterly, or as required by OPB.
6. Cdculation methodology:
Percentage increases will be caculated for the reporting periods.

7. Definitions of any unclear tearms
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10.

11.

Not applicable.

Wheat aggregations or disaggregation of the indicator are needed:

No aggregations or disaggregation of the indicator are needed.

Who is responsible for deta collection and qudity:

Gathering of this performance indicator will be the responsibility of the Classification Manager.
Limitations of the indicator:

There do not appear to be sgnificant limitations for thisindicator.

How is this performance indicator used in management decision making and other agency
processes?

The percent increase in the number of informationa categories on the agency’s website is an
indication of the continued efforts to improve adminidrative support through e-government
technology. If no change or adecrease in thisindicator occurs, other opportunities for improving
on-line assstance should be explored.
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APPENDIX C

LOUISIANA VISION 2020
COMPONENTS

STRATEGIC PLAN
FISCAL YEARS 2001-02 THROUGH 2005-06

OFFICE OF STATE EXAMINER
MUNICIPAL FIRE AND POLICE CIVIL SERVICE
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APPENDIX C

LOUISIANA: VISION 2020
COMPONENTS

OBJECTIVES
STRATEGIC PLAN
2001-02 through 2005-06

OBJECTIVES
LOUISIANA: VISION 2020

OBJECTIVE I.1:

To improve the content validity of classification plans
for each jurisdiction by ensuring that each class
description is supported by arecent job analysis (less
than five years old) by June 30, 2006.

OBJECTIVE 1.8 - To improve the efficiency and
accountability of governmental agencies.

The maintenance of a structured classification plan
supported by recent job anaysis information will alow
civil service boards and fire and police departments to
achieve more efficient administration and more equitable
treatment of personnel.

OBJECTIVE |.2:

By June 30, 2006, improve efficiency of service to locd
civil service boards by providing timely
recommendations to civil service boards on needed class
plan changes following dl job analyses within 90 days of
receipt of job analysis information, and by providing
updated class descriptions on changes adopted by
boards within fourteen days of receiving minutes of
meeting.

OBJECTIVE 18 - To improve the efficiency and
accountability of governmental agencies.

Improving the turnaround from completion of a job
andysis to the final submission of an officia class
description contributes to more efficient administration
of classified personnel.

OBJECTIVE I1.1:

By June 30, 2006, improve the validity of examinations
developed by the Office of State Examiner so that
candidates identified as eligible will have the knowledge
and skills necessary to be placed in working test period,
and so that examinations administered will be legally
defensible.

OBJECTIVE 1.8 - To improve the efficiency and
accountability of governmental agencies.

OBJECTIVE 3.3 - To have safe homes, schools, and
streetsthroughout the State.

By improving the validity of examinations administered
by this office, loca jurisdictions are provided a better
pool of applicants from which to select for positions in
law enforcement and fire protection. Valid tests which
are predictive of success contribute to public safety and
efficiency of serviceto our citizens.

Page 143




OBJECTIVES
STRATEGIC PLAN
2001-02 through 2005-06

OBJECTIVES
LOUISIANA: VISION 2020

OBJECTIVE I1.2:

To continue providing examination scores to loca civil
service boards within 120 days from receipt of exam
request despite an anticipated 50% increase in number of
jurisdictions to which the system will apply by June 30,
2006.

OBJECTIVE 18 - To improve the efficiency and
accountability of governmental agencies.

OBJECTIVE 3.3 - To have safe homes, schools, and
streetsthroughout the State.

By providing examination scores to local boards in a
timely manner, our office becomes more responsive to
the needs of locd governments which must assure
adequate staffing levels and deployment of public safety
personnel.

OBJECTIVE 1.3

By June 30, 2006, to complete a major analysis of all Fire
Prevention and Fire Investigation classes statewide
(approximately 12 class titles) and develop standard,
multi-jurisdictional examinations for use in as many levels
statewide as possible.

OBJECTIVE 18 - To improve the efficiency and
accountability of governmental agencies.

OBJECTIVE 3.3 - To have safe homes, schools, and
streetsthroughout the State.

There is an economy of scale in test environments where
the job duties across jurisdictions for the same class title
ae so dmilar as to warrant the use of the same
examination.

OBJECTIVE Il .4

Improve quality of examinations and efficiency of exam
preparation by conducting a comprehensive review and
update of dl 11,000+ test questions in database from
which tests are drawn by June 30, 2006.

OBJECTIVE 1.8 - To improve the efficiency and
accountability of governmental agencies.

OBJECTIVE 3.3 - To have safe homes, schools, and
streets throughout the State.

Improving and maintaining a database of quality test
items contributes to more efficient test administration
procedures, and results in examinations for public safety
positions which are more predictive of success.

OBJECTIVE III.1:

To provide initia orientation by June 30, 2006, to local
authorities in 27 new jurisdictions to which the system
applies concerning the requirements of Municipal Fire
and Police Civil Service Law, and assisting such entities
in establishing civil service boards.

OBJECTIVE 1.8 - To improve the efficiency and
accountability of governmental agencies.

Providing training and orientation to loca authorities
regarding compliance with the provisions of civil service
lav  reduces errors in personnel administration and
encourages adherence to the principles of merit,
efficiency, and fitness.
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OBJECTIVES
STRATEGIC PLAN
2001-02 through 2005-06

OBJECTIVES
LOUISIANA: VISION 2020

OBJECTIVE IIl.2:

To improve service to jurisdictions through timely
support to those involved in the operation of the system
at the local level through telephone support,
correspondence, seminars, individual orientation
sessions, and revised training materials with interactive
components by June 30, 2006.

OBJECTIVE 18 - To improve the efficiency and
accountability of governmental agencies.

Providing administrative support through various means
of contact reduces errors in personnel administration and
encourages adherence to the principles of merit,
efficiency, and fitness.

OBJECTIVE II1.3:

To reduce the percentage of Personnel Action Forms
(PAFs) which must be returned to local jurisdictions to
4.00% by June 30, 2006, through training of loca
personnel and interactive computer based tutorial to
facilitate correct personnel actions.

OBJECTIVE 1.8 - To improve the efficiency and
accountability of governmental agencies.

The Office of State Examiner is charged by Civil Service
Law to provide advice and assistance to local
jurisdictions in matters of personnel administration of fire
and police personnel. Our ability to provide these
services contributes to the improvement of the efficiency
and accountability of governmental entities such as civil
service boards, and appointing and governing
authorities, including city councils, boards of adermen,
and fire boards of commissioners, which ultimately
influences the quality of service in areas of public safety.

OBJECTIVE I11.4:

To increase service to jurisdictions and to applicants for
employment in the system through the e-government
concept by adding online, interactive services in ten (10)
areas by June 30, 2006.

OBJECTIVE 1.8 - To improve the efficiency and
accountability of governmental agencies.

The development and use of e-government technology
will improve the agency’s ability to disseminate
information efficiently and effectively in terms of both
cost and productivity, and will aso facilitate the
application and employment opportunities to persons
who wish to seek employment with departments under
the Municipal Fire and Police Civil Service System.
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APPENDIX D

LIST OF
JURISDICTIONSEMPLOYEES
UNDER
THE MUNICIPAL FIRE AND POLICE CIVIL SERVICE
SYSTEM
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STRATEGIC PLAN

FISCAL YEARS 2001-02 THROUGH 2005-06

MUNICIPAL FIRE AND POLICE CIVIL SERVICE

OFFICE OF STATE EXAMINER

JURISDICTIONS UNDER MUNICIPAL FIRE & POLICE CIVIL SERVICE

AS OF JUNE 30, 2001

POPULATION NO. OF EMPLOYEES
BASED ON
JURISDICTION PARISH 2000 CENSUS FIRE POLICE
Abbeville Vermillion 11,887 33 41
Alexandria Rapides 46,342 117 180
Ascension FPD (Gonzales) Ascension 8,156 -- --
Baker East Baton Rouge 13,793 21 30
Bastrop Morehouse 12,988 48 56
Baton Rouge East Baton Rouge 227,818 513 748
Benton FPD #4 Bossier 3 --
Bogalusa Washington 13,365 37 50
Bosser City Bosser 56,461 171 170
Bossier East Central F.P.D. #1 * Bosser 2,792 - -
(Haughton)
Caddo Parish FPD #1 (Blanchard) Caddo 2,050 12 --
Caddo Parish FPD #3 (Greenwood) Caddo 2,458 13 --
Caddo Parish FPD #4 (Keithville) Caddo 9 --
Caddo Parish FPD #5 (Shreveport) Caddo 3 --
Caddo Parish FPD #6 (Keithville) Caddo 6 -
Caddo Parish FPD #7 * Caddo 1,219 -- -
(Qil City)
Caddo Parish FPD #8 * Caddo 4,031 -- -
(Vivian)
Calcasieu Parish FPD #1 Cadcasieu 5 --
(Moss Bluff)
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POPULATION

NO. OF EMPLOYEES

BASED ON

JURISDICTION PARISH 2000 CENSUS FIRE POLICE
Calcasieu Parish FPD #2 * Calcasieu - --
Central FPD #4 East Baton Rouge 10 --
(Baton Rouge)
Concordia F.P.D. #2 Concordia 4,543 1 --
(Viddia)
Covington St. Tammany 8,483 11 47
Crowley Acadia 14,225 26 34
Denham Springs Livingston 8,757 23 43
DeRidder Beauregard 9,808 14 25
DeSoto Parish FPD #8 DeSoto 5,582 13 --
(Mansfield)
Donadsonville Ascension 7,605 13 --
East Baton Rouge Parish FPD #3 East Baton Rouge 4 --
(BR)
East Baton Rouge Parish FPD #5 East Baton Rouge 1 --
(BR)
East Baton Rouge Parish FPD #6 East Baton Rouge 14 --
(BR)
East Baton Rouge Parish FPD #9 East Baton Rouge 1 --
(Alsen)
Eunice St. Landry 11,499 15 40
Franklin St. Mary 8,354 7 29
Gonzaes Ascension 8,156 1 36
Grand Caillou F.P.D. #4A * Terrebonne -- -
(Houma)
Hammond Tangipahoa 17,639 55 103
Harahan Jefferson 9,885 14 37
Houma Terrebonne 32,393 53 81
Iberia Parish FPD #1 Iberia 6 --

(New lberia)
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POPULATION

NO. OF EMPLOYEES

BASED ON

JURISDICTION PARISH 2000 CENSUS FIRE POLICE
Jefferson Parish FPD (Metairi€) Jefferson 221 --
Jefferson Parish FPD #3 * Jefferson - -
(River Ridge)
Jennings Jefferson Davis 10,986 16 41
Kenner Jefferson 70,517 80 154
Lafayette Lafayette 110,257 229 242
LaFourche Parish FPD #3 LaFourche 11 --
Lake Charles Calcasieu 71,757 143 163
Leesville Vernon 6,753 14 25
Lincoln FPD #1 Lincoln 424 3 --
(Vienna)
Livingston Parish FPD (Walker) Livingston 4,801 5 --
Minden Webster 13,027 14 33
Monroe QOuachita 53,107 212 242
Morgan City St. Mary 12,703 37 45
Natchitoches Natchitoches 17,865 45 68
Natchitoches FPD #6 (Natchitoches) Natchitoches 3 --
New Iberia Iberia 32,623 62 79
Odakdae Allen 8,137 3 27
Opelousas St. Landry 22,860 50 74
Quachita Parish FPD #1 (Monroe) QOuachita 158 --
Pineville Rapides 13,829 52 52
Plaguemine Iberville 7,064 21 30
Pointe Coupee FPD #4 * Pointe Coupee 1,339 - -
(Livonia)
Rapides Parish FPD #2 (Alexandria) Rapides 49 --
Rapides FPD #3 Rapides 4 --
(Tioga)
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POPULATION

NO. OF EMPLOYEES

BASED ON

JURISDICTION PARISH 2000 CENSUS FIRE POLICE
Rapides FPD #4 Rapides 4 --
(Pineville)
Rapides FPD #7 Rapides 2 --
(Ruby-Koalin)
Rayne Acadia 8,552 -- 19
Ruston Lincoln 20,546 51 49
St. Bernard Parish FPD #1-2 St. Bernard 124 --
St. George FPD East Baton Rouge 95 --
(Baton Rouge)
St. John the Baptist FPD #2 * St. John the Baptist - -
(LaPlace)
St. Landry Parish FPD #1 St. Landry 1,219 8 --
(Krotz Springs)
St. Landry Parish FPD #2 St. Landry 2,287 7 --
(Port Barre)
St. Landry Parish FPD #3 St. Landry 35 --
(Opelousas)
S. Martinville . Martinville 6,989 -- 24
St. Tammany Parish FPD #1 (Slidell) St. Tammany 25,695 124 --
St. Tammany Parish FPD St. Tammany 677 7 --
#2 (Madisonville)
St. Tammany Parish FPD St. Tammany 2 --
#3 (LaCombe)
St. Tammany Parish FPD #4 St. Tammany 10,489 9 --
(Mandeville)
St. Tammany Parish FPD #7 * St. Tammany 1,839 -- --
(Pearl River)
St. Tammany Parish FPD #8 St. Tammany 1,957 1 --
(Abita Springs)
St. Tammany Parish FPD #11 * St. Tammany 1,839 - --

(Pear] River)
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POPULATION

NO. OF EMPLOYEES

BASED ON

JURISDICTION PARISH 2000 CENSUS FIRE POLICE
St. Tammany Parish FPD #12 St. Tammany 19 --
(Covington)
St. Tammany Parish FPD #13 * St. Tammany -- --
(Goodbee)
Shreveport Caddo 200,145 490 511
South Bossier FPD #2 * Bossier - -
(EImgrove)
Sulphur Calcasieu 20,512 51 64
Tangipahoa Parish FPD #1 (Amite) Tangipahoa 4,110 9 --
Ville Plaite Evangeline 8,145 14 30
West Baton Rouge Parish FPD #1 * West Baton Rouge - --
(Port Allen)
West Baton Rouge Parish West Baton Rouge 2,020 1 --
FPD #2 (Brusly)
West Baton Rouge Parish West Baton Rouge -- --
FPD #4 * (Lobddl)
West Feliciana FPD #1 St. Francisville 2
West Monroe QOuachita 13,250 32 74
Westwego Jefferson 10,763 10 29
Winnfield Winn 5,749 5 26
Zachary East Baton Rouge 11,275 20 34
TOTALS 3,912 3,885
TOTAL FIRE AND POLICE EMPLOYEES 7,797

* These civil service boards have not been sworn in.
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APPENDIX E

ORGANIZATIONAL CHART
FOR
OFFICE OF STATE EXAMINER

STRATEGIC PLAN
FISCAL YEARS 2001-02 THROUGH 2005-06

OFFICE OF STATE EXAMINER
MUNICIPAL FIRE AND POLICE CIVIL SERVICE
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ORGANIZATIONAL STRUCTURE
OFFICE OF STATE EXAMINER

MUNICIPAL FIRE & POLICE CIVIL SERVICE

Melinda B. Livingston
State Examiner

Billie C. Brown
Word Processor Operator Specialist

Robert S. Lawrence
Deputy State Examiner

Linda M. LeBlane I
Administrative Specialist 4

TEST DEVELOPMENT
AND RESEARCH

Hum. Res. Asst Div. Admin.

Dennis D. Bartlett

[
FERSONNEL
MANAGEMENT

Cynthia S. Johnson
Hum. Res. Prog. Consult. 3

|
CLASSIFICATION/
INFORMATION SERVICES

Barton B. Johnson
Hum. Res. Prog. Consult. 3

D. Fred Dressel
Hum. Res. Prog. Consult. 3

L Amanda D. Baker
Hum. Res. Prog. Consult 2

L Wendy P. Reardon
Hum. Res. Prog. Consult. 1

Walter E. Brown
Hum. Res. Prog. Consult. 2

Ylondia d. Morrison
Hum. Res. Prog. Consult. 2

Mark W. Gillespie
Hum. Res. Prog.Consuit. 2

Rohert S. Wood
Hum. Res. Prog.Consult. 2

Mary C. Johnson
Hum. Res. Prog.Consult. 2

Byron A. Sam
Hum. Res. Prog.Consult. 1

Jill A. Childers

Word Processor Operator Specialist
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